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~~sIntroducing Emotion

Most of us associate strong emotions with conflict. This chapter will help you prepare
ahead of time for the inevitable storms of feeling that sweep through your conflicts. Conflict
always takes place on the emotional dimension (Jones 2000). Human beings might be called
Homo emoticus, (Shapiro 2016) rather than merely Homo sapiens. To be in conflict means
you will feel some emotional charge. Part of the reason conflict can be so uncomfortable is
due to the accompanying emotion (Bodtker and Jameson 2001). Can you recall a genuine
conflict situation that did not involve feelings?

A modern theory of emotions rests on Darwin’s evolutionary research (Nesse and
Ellsworth 2009). When humans feel safe, we are much more likely to employ constructive
conflict management approaches than when we are filled with fear. Darwin (1872/1965) rec-
ognized from his research that evolution shaped humankind’s mental responses and behav-
ioral repertoire just as much as natural selection shaped physical characteristics of organisms.
Just like other animals, when we are attacked or perceive a threat to our identity or goals, we
will feel some kind of strong emotion. Therefore, avoidance of extreme fear and threat and
promotion of safety and connection underlie one’s ability to engage in constructive conflict.

Emotions can be defined as modes of functioning, shaped by natural selection, that coor-
dinate physiological, cognitive, motivational, behavioral, and subjective responses in patterns
that increase the ability to meet the adaptive challenges of situations that have recurred over
evolutionary time (Nesse 1990). Emotions developed in human beings so people could meet
immediate challenges. An emotion is both an experience that we Jeel and who we are at that
moment in time (Shapiro 2010, 467). We say, “I am afraid” or “I am elated.” We identify

so strongly with these emotional states that we cannot separate what we “feel” from who -

we are, at least at that particular moment. Recall that all conflicts may be analyzed in the
light of the topic, the relational implications, the process used, and identity concerns. Emo-
tions are most allied with identity and relationship concerns. You may have heard someone
say, “I am not a jealous person!” at the same time he feels jealous. This sets up a situation
of dissonance and turmoil-“How can I feel jealous when I am not a jealous person?” You
may have felt fury or scorn when you thought, “I will #oz allow him to treat me that way.”
We all experience these contradictions, experiencing emotion that does not align with one’s
identity, or feeling an emotion that does not seem to fit in one’s relationship. These incon-
gruities contribute to the anxiety of conflict.

Other languages express the role of emotion and feeling differently. In both French and
Spanish, the linguistic construction is “I kave anger” or “I have sadness.” This construction
avoids overidentification with the feeling being described.
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States of emotional arousal are labeled as different feelings, depending on what one
believes to be true. This means that feelings are connected to our appraisal of what is real
and true in a situation (Lazarus 1991). Conflicts arise about feelings because the person
experiencing the feeling believes the feeling is true. It is, for that person. But someone else
may experience an entirely different feeling, equally true. For instance, a student may be
upset and angry with her professor, who will not change a paper deadline even slightly, while
the student has good, legitimate reasons to ask for an extension. She may feel “defeated,”
“enraged,” “mistrusted,” or “insignificant,” depending on what she believes about herself,
ber professor, and their relationship. Feelings are facts, we feel what we feel. Interpretations
are subject to change based on conversation and new information. A basic approach of
conflict transformation depends on changing interpretations. We transform our feelings
when we derive new information, practice empathy, hold ourselves open for a third story
(not mine or yours, but ours, or one an outsider gives us), and abandon bad habits that
keep us from learning (defensiveness, blame, criticism, not listening, and contradicting the
other). In short, we transform feelings when we are more mindful of the conflict we are
experiencing.

Wise use of emotions facilitates the transformation of conflicts, as long as you listen
to what emotions tell you. In the same way that hunger alerts you to eat, emotions can alert
you to unmet personal needs (Shapiro 2016). Paying attention .to feelings, your own and
those of others, creates the ability to change your behavior, and to experience empathy.
Transformation of conflicts depends on empathy. )

Feelings rise from a generalized state of arousal we call emotion. Specific feelings come
and go, but the emotional dimension of life is a constant (Shapiro 2011). Emotion sets
actions “into motion,” leading to your own unique subjective experience. Your subjective
experiences make reflecting others’ feelings so important, and so challenging. You may say,
with all the best aims, “So, you are feeling dismissed and disrespected by Walt’s assignment
of project teams.” Then your team member says, “No, not exactly. I feel invisible and unim-
portant.” Her subjective experiences are a little different from what you imagined. Mirroring
what other people feel and how they experience the moment personally is a key step in con-
flict resolution. Conflicts typically remain unresolved when the other person feels misun-
derstood. Simply parroting back feelings, with good-enough active listening skills, does not
transform a conflict. Experiencing, for a while, what the other person actually feels helps to
break down sides in conflict. This kind of listening to feelings, your own and others, requires
concentration, vulnerability, and openness.

Emotions are like moving water. Water that is dammed up with no inlet or outlet usually
becomes stagnant, dries up, becomes toxic, or freezes. Like water, emotions were designed
by evolution to move through the body. We feel them, they change, they transform. Con-
structive conflict resolution depends upon our ability to work with and transform emotion,
not close off or repress, normal human emotion. Approaches to emotions that are current,
and informed by neuroscience, explain that emotions are both hard-wired (nature) and mal-
leable (nurture), and are adaptive to social and cultural influences (Lindner 2014).

Feelings function as facts; they aren’t right or wrong, they simply exist. What you do
with those feelings is a key element in managing conflict. You cannot maintain perfect
equanimity and “not feel” when you are in conflict, and neither can the other. You may
have experienced how futile it is to tell someone, “Don’t be angry! I didn’t intend to hurt
you.” Worse yet may be the comment, “You should not feel that way.” Feelings are facts.

You Can’t Ignore Emotions

You may want to ignore emotions, but they will not ignore you (Fisher and Shapiro 2005).
Emotion affects your body, leading you to perspire, experience rapid heart rate, blush, laugh,
tense up, or feel nervous. Your emotions are a felt, physiological experience in the body (Hein
and Singer 2008). .

Emotions affect your thinking. You may criticize yourself or others, feel overtaken by
negative thoughts, temporarily be unable to think clearly, or not even hear what others
are saying. Thinking and interpreting are based on our appraisal of what is happening
(Lazarus 1991). Based on neuroscience research, we are learning that “humans (and ani-
mals in general) use emotion to navigate the world by filtering for safety and danger.” We
survive and thrive based on how intelligently we navigate the world. The mind takes care of
the body-in-the-world (Early and Early 2011, 11).

Emotions affect your behavior. Almost every emotion motivates you to act, to move
in some way. Sometimes you can stop yourself from acting in ways you will regret,
but sometimes you cannot (Fisher and Shapiro 2005, 11). Emotions are both intraper-
sonal and interpersonal phenomena. We feel them “inside” ourselves and we commu-
nicate them through verbal (linguistic) and nonverbal (embodied or somatic) messages
(Jameson et al. 2009). Specific emotions lead people to particular tendencies to act
or behave in certain ways (Bell and Song 2005; Frijda, Manstead, and Bem 2000;
Guerrero and LaValley 2006).

Throughout this book we have emphasized that conflict entails both danger and
opportunity for creative adaptation and change. The same is true of emotional states—
your skill at making informed choices while feeling strong emotions can bring either dan-
ger or opportunity. Humans feel as well as think. Scientists used to imagine “left brain”
solutions as coming from a rational place, and “right brain” solutions coming from an
emotional place. But our sense of self is not compartmentalized into a pocket in the brain.
The brain, like the whole person, is an inextricably entwined system (Coy 2005). No
matter how much we might argue differently, no purely “rationai/logical” or “emotional”
reactions exist in complicated human beings.’ '

Negative beliefs about emotions might include the following. Which resonates with you?

~~Misconceptions of Emotion in Conflict

¢ Emotions are either real or unreal.

¢  Emotions can’t be controlled and will escalate if expressed or released.

®  One should ignore emotions to resolve conflict well.

¢  Emotions hinder good decision making.

¢ Emotions are for the powerless (e.g., women, children, and marginalized people).
* Emotions are not to be expressed at work.

¢ Mature, well-developed people should be beyond emotions.

¢ Ican express emotions if I can justify my feelings logically.

"In the 5th century BCE, Aristotle compartmentalized rhetorical arguments as logos (logic) or pathos
{emotions), as did other writers throughout the centuries.



Part 1 Conflict Components

e  Emotions should be saved for “later.”

e People will avoid me if I express emotions (except “nice” feelings).

e Other people should not burden me with their emotions.

e If other people express emotions, I have a responsibility to do something about them.

e IfI express anger, it means I don’t love or respect the object of my anger. If others express
anger it means they don’t respect me. (Adapted from Cloke and Goldsmith 2000.)

Application6.1 ~ Discussion on Emotions
'disc,usrsbtjh'e_ f:QII‘owinvg questions, which explore what you Iearhed about : »

With your small group, ‘ ,
u have learned since you became an adult.

emotion as a child; an

1. How did members ¢

~~»How Does Emotion Function in Conflict?

1. Conflict depends upon enough emotional arousal to “get the job done.” Without enough
energetic emotion moving us to engage in interaction, avoidance seems like an easy
alternative. When you are unhappy, distressed, excited, or angry, you may exert
enough energy to resolve a conflict. When we want to close the uncomfortable gap
with an intimate partner with whom we feel distant, we are moved by love and attach-
ment. In this book, we highlight the importance of solving problems while maintain-
ing relationships. The process of conflict transformation takes energy—it is not a
passive, placid process. The emotional charge enables the confrontation to take place
(DiPaola, Roloff, and Peters 2010).

2. Emotional events trigger familiar patterns of responses. We realize we are in conflict
when we begin to sense something uncomfortable. We become agitated on the
bodily level; this bodily response takes on a label as a certain emotion or feeling. For
instance, Patricia, a junior, has just become engaged. She realizes that she is feeling
distress and discomfort around her fiancé’s family. Josh’s family is large, gregarious,
and warm. They often invite Josh and Patricia to join family events. Yet, recently
Patricia has noticed that she feels resentful and hurt, and is making up excuses to keep
from seeing them. In a conflict with Josh, Patricia realized that she feels left out or
“plotted out” by the large, enthusiastic family. Her feelings alerted her to a problem.
She had felt unseen in her family of origin. We may desperately want to avoid an apol-
ogy to a partner when we have betrayed them. We can think of many reasons why the
betrayal occurred, we aren’t over being angry at the way our betrayal was discovered,
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but at the same time we feel afraid of losing the relationship. Fear interacts with
resentment and shame, mediated by love, to move us to a specific action—in this

case, apology. If we were only afraid, we would avoid. If we were only resentful, we
might escalate. Emotions interact in layered ways. Conflicts are difficult and complex
because feelings and thoughts are often mixed.

. Intensity of emotion varies through the conflict process. You may feel very strongly at

the beginning of a conflict, then less intensely as resolution or process continues. For
instance, you may begin by feeling fury, move to irritation, and then realize you are
feeling relief. Try to avoid making a prediction based on an early emotion, such as
describing someone as “an angry person who can’t be reasoned with.” In one study,
people who initiated a confrontation experienced more intensity and disruption in
their lives than did the “target” of the confrontation. This might be because the one
who initiates experiences a buildup of emotion. The emotional charge enables the
confrontation to take place (DiPaola et al. 2010).

. Individual personalities are built upon the blocks of emotion-behavior patterns. For instance,

consistently high levels of joy or positive emotions often lead to positive social relation-
ships and ease with people (Abe and Izard 1999). We bring our personality structures
into conflict resolution activities. People differ, for example, in how long they can tolerate
anger, or uncertainty, or hostility from others before they are motivated to do something
about the unhappy situation. Personalities are constructed upon many learning situations.
We inherit certain traits, such as extraversion and introversion, but our unique personali-
ties result from many different experiences. Some people learn to move toward people in
ambiguous situations. They grew up in a trusting environment that rewarded an outgoing
nature; they may be seen as “gregarious” in aduithood. We can change aspects of our
personalities by focusing on what works and does not work. For instance, in the spirit of
mindfulness, we can learn to express more warmth and compassion, to wait longer while
experiencing discomfort, and to think instead of simply reacting.

. We experience emotion as good or bad, positive or negative (Sanford 2007), pleasant or

unpleasant, and helpful or destructive. We humans evaluate our emotions; we don’t expe-
rience emotions objectively from a distance. Not many people enjoy fury, resentment,
anger, or fear; most prefer the positive emotions such as joy, elation, love/bonding, or
pleasure. Since we experience specific feelings, rising from emotional arousal, as positive,
negative, or neutral, we learn to push away negative ones and hold on to positive ones.
We will explore the role of both positive and negative emotions in greater detail later.

_ We become emotional because something is at stake for us (see Chapter 3; Fisher and

Shapiro 2005). Often one person in a couple will say, “T can’t discuss this while you
are so emotional.” Yet, when important identity and relationship issues are at stake,
emotion is simply part of the picture. We can regulate our expression of emotion, but
one should never require oneself or others “not to feel.” You could adopt a great new
habit—never again say and mean, “You shouldn’t feel that way!”

. Maturity mediates strong emotion. Older adults may feel that less is at stake in con-

flict, since they report fewer conflicts than do young adults (Almeida 2005; Almeida
and Horn 2004) and when they do have conflict, they report lower, overall distress
(Charles and Carstensen 2008). Older adults even reported fewer negative emotions
in conflicts than did middle-aged adults (Carstensen, Gottman, and Levenson 2004).




It may be that maturity for most people increases their options to place conflicts into
perspective. With maturity, we define ourselves less by the outcome of each conflict
because we simply have more of a sense of who we are. -

8. Relationships are defined by the kind of emotion expressed. Two acquaintances are work-
ing on a project in class. One person feels upset because the quality of work done by
the other is disappointing and the due date is coming up soon. When she expresses
disappointment, the project partner says, “If you don’t like it, do it yourself. I am over-
whelmed by work.” The relationship suggests that even moderate emotion (disappoint-
ment) cannot be safely expressed. These two will likely not remain friends after the
project is turned in—and they may not even be speaking at that point!

7 “e%most intense conflicts, if overcome, leave behind a sense of security and calm that is not easily dis-
ed. It is just these intense conflicts, and their conflagration, which are needed to produce valuable and

~~A Model of Emotions

How many emotions exist, and what are these emotions? Researchers compile differ-
ent lists of basic emotions. All include fear and anger, and most include joy and sorrow
(Nesse and Ellsworth 2009). One of the leading researchers on emotion suggests that
no general theory of emotions needs to be adopted because emotions are complicated,
nuanced, layered, and change with fluidity during any encounter (Nesse 2014). One way
to organize emotions is the circumplex model of affect (Figure 6.1).2

Figure 6.1 A Circumplex Model of Affect

““DEACTIVATION

2See Nesse and Elisworth (2009) for a complete literature review of the different ways theories of
emotions have developed.

You wﬂl notice that emotions are classified as Activated or Deactivated and Unpleasant
or Pleasant.® Look at the northeast quadrant of the model. In this quadrant, emotions are
activated and pleasant (alert, excited, elated, and happy). Study the other quadrants, then
answer the questions in Application 6.2.

Think of a recent conflict. Describe to your small group, in just 3 minutes, the feelings you and oth-
ers expressed in the conflict. Include verbal and nonverbal messages from that contlict. The group
takes notes on what you report. Draw a circle for-each party, placing the feelings in the correct

quadrant After each of you f nishes dlscuss what you notice aboutvthe emotmns expresse Might

A tension of opposites is present in conflict—do we open up or close down? Do we soften
or harden? (Baxter 2011; Sanford 2007; Welwood 1990) Do we avoid or engage; tighten up
and turn away or relax and turn toward? (Cloke and Goldsmith 2000.) For the purposes of
conflict transformation, we are concerned about whether the feelings open, broaden, and
help people come toward each other for problem solving, or whether they shut us down,
close us off, and lead us to withdraw from the person or the problem that arouses our feel-
ings. Do we respond to emotions with communication that leads to healing and movement,
or constriction of self, other, and relationship? Hard emotions commonly lead to blame,
criticism, threats—tearing the fragile fabric of the web of connection—whereas softer emo-
tions tend to lead to openings for transformation. The circumplex model provides a map so
you can locate yourself in relationship to your usual style of emotional experience in conflict.

Core Concerns: Organizing Positive Emotions

Researchers at the Harvard Negotiation Project have pioneered the inclusion of emotion -in
conflict resolution, especially negotiation. (See the website to gain a comprehensive overview
of their research over the past three decades.) The concept of Core Concerns helps organize
their many good ideas about creative negotiating and conflict resolution (Fisher and Shapiro
2005; Shapiro 2011; Shapiro 2016). The Core Concerns Framework provides a system for deal-
ing with the emotional dimension of conflict resolution. In the middle of a conflict, we find
it difficult to remember all our communication skills, the best principles, how to use positive
emotions, and how to avoid negative emotional triggers and ineffective practices. Students of
conflict can use a simple-toremember set of core concerns that will serve as a lens through
which to view conflict and a lever to stimulate integrative approaches. Transformation of con-
flicts depends on taking into account these core concerns. These concerns, similar to the
interests and goals explored in Chapter 3, are:

®  Appreciation (recognition of value). No one wants to search for an integrative solution
when being demeaned and dismissed.

*  Autonomy (freedom to feel, think, take action, or decide). When an intimate says to
you, through clenched teeth, “We are no: talking about this. Now change the subject,”

3Nesse and Ellsworth (2009), adapted from Posner, Russell, and Peterson {2005).
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your response might be, “You do noz dictate to me what we will talk about. Who do
you think you are?” Coercion guarantees lack of cooperation.

®  Affiliation (emotional connection to others). Affiliation has to do with your emotional
connection with a person or group. Stable connections generate positive emotions.
Rejection, the flip side of affiliation, creates acute pain in the part of the brain that
processes physical pain. When people are rejected, they stop cooperating, even if their
best interests would be served by cooperating.

®  Status (standing compared to others). Status also designates the relational concerns
of a conflict—who we are to each other. Everyone wants enough status to feel empow-
ered, or else, why engage in conflict?

®  Role (effectiveness and meaningfulness of job label, designation of the person, and
recognition) (Adapted from Shapiro 2016).

These motives appear to be hardwired into the motivational needs that inform, and
sometimes govern, people’s lives. They are moderated by different cultures and different
neurobiology and personal background. If you memorize them and practice using the
principles, you will lay the foundation for your own “best practices in conflict resolution”
approach. Conflict choices that take the core concerns into account result in more positive
and productive emotions, which lead to integrative conflict resolution.

~~Finding Feelings

People sometimes find it difficult to talk about feelings, so let’s explore feeling words in

more detail. Figure 6.2 provides an exhaustive list of feeling words that are commonly used _

when one’s needs are not satisfied. Choose words that might be clustered with anger, fear/
anxiety, sadness, shame, or disgust to describe how Darlene and her father (presented in
the case below) might be feeling. In the next section, we will discuss the function of positive
and negative emotions. For now, expand your feeling-words repertoire by studying the words
that describe what the two parties might be feeling.

Big Sister, Little Sister

Mia and Mackenzie are sisters who are two years apart and are attending the same college. Mia is in
her seniof year of college, plays iri the basketball team, and is involved in numerous student organi-

zations. Mackenzie is starting her sophomore yeat, has a job on campus, rarely attends social events,
and isn t mvolved inmany ; activities. Growmg up, their parents looked to Mia t6 compel Mackenzre to

_ be more socral and extroverted They are, again, askmg her to do the same now S0 Mackenzre rs able

! colleagues for herfuture career
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Case 6.1 Big Sister, Little Sister

Mia: I know you are happy. But really want to make sure you can start building an

even bigger hetwork with people who might be a little different from you and your -
friends. e :

MaCkenzie: ‘Why aré you pushrng this? I amfineat my _rob with my current fnends and you
L - ._weren’t on my cas about thrsvm hlgh school. Why now? R

Application 6.3 The Matter of Lights

Here is one example of the way emotions affect bodily experience, thinking, and behavior. Carrie and

Jim live together. Jim feels strongly about the environment and wants to change most of the lights in
their apartment to LEDs or compact florescent bulbs. He follows currerit information about the differ-
ence in energy use between incandescent and compact florescent bulbs or LEDs: He thinks he and
Carrie should do their part to help the environment in this way. Carrie prefers the warm ambience of
mcandescent bulbs. She has been attempting to turn off lights frequently when they aren’tin use, and -
is willing to turn the thermostat down in the winter to conserve energy. Carie comes home one day

to find het favorite readmg Iamps converted to CFLs She. feels hterally, hot and bothered Carne then
confronrs Jim angrrly, telling h|m that he had no nght to change out the Iamps she uses ost wrthout
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Figure 6.2 Feelings Inventory

There are two parts to this list: feelings we may have when our needs are being met, and

feelings we may have when our needs are not being met.

AFFECTIONATE
compassionate
friendly

loving

open hearted
sympathetic
tender

warm

ENGAGED
absorbed
alert
curious
engrossed
enchanted
entranced
fascinated
interested
intrigued
involved
spelibound
stimulated

HOPEFUL
expectant

AFRAID
apprehensive
dread
foreboding
frightened
mistrustful
panicked

Feelings when your needs are satisfied

encouraged
optimistic

CONFIDENT

empowered
open
proud

safe

secure

EXCITED
amazed
animated
ardent
aroused
astonished
dazzled
eager
energetic
enthusiastic
giddy
invigorated
lively
passionate
surprised
vibrant

GRATEFUL
appreciative
moved
thankful
touched

INSPIRED
amazed
awed
wonder

JOYFUL
amused
delighted
glad
happy
jubilant
pleased
tickled

EXHILARATED
blissful

ecstatic

elated

enthralled
exuberant
radiant
rapturous
thrilled

Feelings when your needs are not satisfied

petrified
scared
suspicious
terrified
wary
worried

ANNOYED
aggravated
dismayed
disgruntled
displeased
exasperated

frustrated

PEACEFUL
calm

clear headed
comfortable
centered
content
equanimous
fulfilled
mellow
quiet
relaxed
relieved
satisfied
serene

still

tranquil
trusting '

REFRESHED
enlivened
rejuvenated
renewed
rested
restored
revived

impatient
irritated
irked
ANGRY
enraged

furious
incensed

indignant
irate

livid
outraged
resentful

AVERSION
animosity
appalled
contempt
disgusted
dislike

hate
horrified
hostile
repulsed

CONFUSED
ambivalent
baffled
bewildered
dazed
hesitant
lost
mystified
perplexed
puzzled
torn

DISCONNECTED
alienated

aloof

apathetic

bored

cold

detached

distant

distracted

indifferent
numb
removed
uninterested
withdrawn

DISQUIET
agitated
alarmed
discombobulated
disconcerted
disturbed
perturbed
rattled

restless
shocked
startled
surprised
troubled
turbulent
turmoil
uncomfortable
uneasy
unnerved
unsettled
upset

EMBARRASSED
ashamed
chagrined
flustered

guilty

mortified
self-conscious

FATIGUE
beat

Chapter 6 Emotions in Conflict

burnt out
depleted
exhausted
lethargic
listless
sleepy
tired
weary
worn out

PAIN
agony
anguished
bereaved
devastated
grief
heartbroken
hurt
lonely
miserable
regretful

remorseful

SAD
depressed
dejected
despair
despondent
disappointed
discouraged
disheartened
forlorn
gloomy
heavy hearted
hopeless

melancholy

unhappy
wretched

TENSE
anxious
cranky
distressed
distraught
edgy
fidgety
frazzled
irritable
jittery
nervous
overwhelmed
restless
stressed out

VULNERABLE
fragile

- guarded

helpless
insecure
leery

reserved
sensitive

shaky

YEARNING
envious
jealous
longing
nostalgic
pining
wistful*

4Source: 2005 by Center for Nonviolent Communication | Website: www.cnvc.org | Email: cnvc@cnvc.
org | Phone: +1.505.244.4041
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As you discuss this case, assume that Darlene is the person most likely to initiate a dif:
ferent set of communication interventions. You might also notice that the father and daugh-
ter are indeed engaging in conflict, although their family affection stays intact.

Functions of Negative Emotions

Emotions fit, although not “neatly,” into two main subjective categories. In addition to recog-
nizing and categorizing emotions according to the circumplex model and the feeling words
organized by the Nonviolent Communication Center, parties in conflict use a more informal
and personal way to categorize emotions. People commonly refer to (1) negative emotions
and (2) positive emotions. As discussed above, all emotions serve some adaptive function.
Nevertheless, people typically refer to emotions as negative or positive. People who can dis-
tinguish among discrete emotions are usually better able to regulate negative emotions than
those who make fewer distinctions and remain less knowledgeable (Rivers et al. 2006). The
good news about research on positive emotions in conflict resolution is that positive emo-
tions are finally recewmg more attention. However, since anger and fear remain the emotions
most people think of when they imagine or experience conflict, those troublesome and com-
mon emotions are presented first.

Anger

Anger is a strong feeling of displeasure, defined as a reaction to a perceived threat to person,
belongings, or identity that can range in intensity from mild irritation to frustration and
rage. Angry emotion threatens most people; few healthy people enjoy feeling angry or having
others direct anger at them. Anger comes to life verbally by yelling, using command lan-
guage, using sarcasm, and employing clipped and short tones, just for starters. Anger often
shows nonverbally through a wide array of indicators including closed off body language
glaring, frowning, and slamming objects. Anger differs from aggression in that aggression
is an attack, whereas “anger is the feeling connected to a perceived unfairness or injustice”

(Young-Eisendrath 1997, 26). In this sense, anger helps people set boundaries when they
need to be set, and to right wrongs. When we believe an action is unjust or wrong, our usual
response is anger (Mikula, Scherer, and Athenstaedt 1998). People who have an unrealisti-
cally high sense of self-esteem ride the horse of angry aggression more than people who are
also motivated by the desire to solve problems, not seek vengeance, and avoid negative conse-
quences (Baumeister, Smart, and Boden 1996).

Anger can be a wake-up call, a motivator, and an energizer—a source of empowerment
(usually) for the person who feels it (Planalp 1999). Anger can mobilize and sustain energy at
very high levels. We sense anger in our bodies by the awareness of heightened blood pressure,
flushed face, sweating, muscle tightness, fast breathing, and a loud or high voice. When anger is
expressed directly, the person to whom it is directed receives a warning—change or face the con-
sequences (Planalp 1999). Self-responsibility calls for understanding our anger well enough so
we don’t justify ineffective and harmful behavior “because she made me mad.” We can use anger
to act, while we question which actions will be most helpful, effective, and will avoid backfiring
into a spiral of hostility and revenge. In certain bureaucratic, high-pressure situations, such as in
the courtroom (judges) and Transportation Security Organization employees, anger, intimida-
tion, and sarcasm were found to help put role distance between employees and others and to
build cohesion with colleagues. The authors of a study on these two organizations point out that
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anger expression must be subtle for employees to be seen as professional (Scarduzio and Redden
2015). Even in high-stress environment, we would hardly respect a judge or TSO official who
began screaming at a defendant. _

Anger was termed “the moral emotion” by the ancients because it is based on a fast,
reflective judgment that we have been wronged or threatened. We feel anger when our
safety or our core values are threatened. Anger is “rooted in reason; it is equally of the
heart and the head” (Young-Eisendrath 1994, 154). When an offense is real and impor-
tant, the desire for revenge makes sense. However, in the flush of fresh anger, we may
exaggerate an offense, plan revenge, and then charge off into unproductive conflict
(Planalp 1999). Thinking about revenge can make people feel better as they imagine venge-
ful acts, but remorse sets in when people commit acts that may come back to shame or
sanction them (Yoshimura 2007).

Expressing anger in an unrestrained way creates more anger. Venting (unrestrained
expression of anger) does not discharge the emotion or reduce the feclings (Tavris
1989). In the 1960s and 1970s, the idea that “anger-is cathartic” gained prominence;
that discharging anger would make anger lessen. This idea was especially helpful for
people, often women, who had learned to repress their anger, and above all, to be
“nice.” Repression of anger leads to somatic concerns and an inauthentic way of living.
Many people in the post-World War II era learned to conform, to repress their anger
and other emotions, and to just “get on with it.” Women, especially, learned that their
anger was seen as unfeminine. The second women’s movement of the 1970s and beyond
helped change this harmful belief. Researchers now know that talking anger through in
a way that does not escalate can be helpful; escalating verbal or physical anger usually
escalates the anger emotion. Repression makes people sick and unhappy. Anger can be
worked with in conversation.

The following suggestions aim to help you deal with your own anger constructively:

®  Use your anger to restore your sense of justice and control over an intolerable situation
(Cahn and Abigail 2007). Avoid creating harm. You can address a situation without
making it worse or causing emotional injury.

®  Seek information rather than immediately acting on anger. Deliberation in groups
improves when people have more information, which mediates anger. The more
information you have about facts, others’ perspectives and feelings, and background,
the less likely you will be to act in a destructive manner, based on anger.

®  Direct your anger at the correct person (adapted from Cahn and Abigail 2007). Avoid )
venting to “the world in general when you actually need to speak to a specific person.”
Notice how insincere your response is when someone says, “Oh, I'm not mad at you~
you’re just the only one who will listen.” Venting is not constructive, with the possible
exception of a trusted intimate who will not take your anger personally. Be careful!

®  Reflect, calm down, and think before you express your anger. Yes, you can “think while
feeling.” Going with angry words before you have thought them through usually makes
everything worse.

®  Use all your best communication skills, such as “I” statements, reflections, rephrasing,
open-ended questions, soft start-ups, and showing respect for the other while
stating your own feelings and needs clearly.
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®  Be courageous. Rather than use indirect communication (sarcasm, snide comments,
passive aggression, avoidance, and hiding behind e-mail or other electronic communi-
cation), pick up the phone, find the person, speak directly, and look him or her in the
face. )

®  Develop a keen awareness of how people react to you nonverbally. Take seriously any
criticism that you look or sound enraged, threatening, hostile, or demeaning.

heyoice of intelligence is drowned out by the roar of fear. It is ignored by the voice of desire. It is contra-
edd by the voice of shame. It is biased by hate and extinguished by anger. Most of all, it is silenced by

~s=ggnorance.

—Karl Menninger

Fear and Anxiety

Fear and anxiety figure heavily in conflict resolution activities. These emotions can be
found on the left quadrant of the circumplex model. Most experience fear and anxiety as
actively unpleasant. During a conflict, to reap any advantage of fear, such as enhanced
alertness, we need to cool down and help our opponents to calm their fears as well
(Lindner 2014, 291). Fear leads people, first, to avoid. Fear does not have to involve
“flight” in the commonplace “fight” or “flight” choice. Just as anger does not necessar-
ily lead to fighting, fear does not necessarily lead to fleeing. Fear sometimes disables

the physical and emotional systems as we “freeze,” not able to mobilize ourselves to do

anything for a while. We may dissociate, or withdraw (even without knowing it), from
the painful emotion of a situation. The threat often is perceived as personal and psycho-
logical. We feel threats to our integrity, or our sense of well-being, or the painful threat
of loss of a person, position, or role that we value. Fear can create “tunnel vision” as we
focus only on the threat and forget to look around and assess what else might be hap-
pening (Izard and Ackerman 2000). Fear is the key emotion in anxiety. When we worry
about what may happen, we are anxious or afraid.

The phrase “dreading ahead” describes what many people feel when they describe their
anxiety. One man described to us his anxiety about his wife taking a job in another town. He
was worried (anxious) about both not wanting to give up his job and move, and not being
able to find a new job as good as the one he would be leaving. He was temporarily frozen,
experiencing great anxiety, dread, sadness, hurt, and depression. He was not able to discern
what bothered him most until he began to list his anxious fears. Not surprisingly, he also
discovered that he was angry that his wife presumed that she should go ahead and accept
the new job without considering his feelings more fully.

Fear and anger often interact in a patterned way. When one focuses on the “target”
of anger, the person or situation that may threaten something valuable, the anger-fear
sequence is set into motion (Figure 6.3).

Consider the list of the dynamics of anger and fear below. Fear and hurt underlie most
emotions of anger. Fear makes human beings experience vulnerability that we then experi-
ence as anger, more socially acceptable for adults than fear. The following list gives some
examples of interpersonal anger situations along with possible intermixed fears/anxieties.
Study these, then list a few angry situations of your own and see if you can discern how fear/
anxiety might be mixed in with your own anger.
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Figure 6.3 Anger-Fear Sequence

Anger Situations

1. A woman is angry with her friend for calling her a mean name in public. (She is fear-
ful of not being accepted by others and of losing face.)

2. A newly promoted employee is angry because his assistant didn’t submit the final
report to him on time. (He is afraid that his own supervisor will think he is not work-
ing hard enough, and he really needs this job.)

3. A husband is furious that his spouse has disclosed their private life to others in a hurt-
ful way. (He is frightened that their bond is no longer strong and that their relation-
ship is ending.)

4. A single parent overreacts to a child’s misbehaving at a family reunion by raising his
voice and ordering the child into a time out. (He is afraid that other family members
will criticize his parenting.) : .

5. An intimate partner casually indicates that she might change her plans and not visit
her fiancé when she had planned. Her partner says, “Well, if you have better things to
do than honor your commitments, go ahead.” (He has asked an old friend to meet his
significant other and fears looking foolish after speaking in glowing terms about the
wonderful woman he wants his friend to meet. He is afraid he is unimportant to her,
and he doesn’t want to lose face with his friend.) -

Hurt

Hurt is an intense emotion that comes from feeling psychologically injured by another per-
son (Guerrero and LaValley 2006; Vangelisti and Sprague 1998). Hurt is inherently interper-
sonal, even if the injury happened long ago. When people are deeply hurt, they experience
intensely strong feelings such as agony, despair, anger, sadness, and suffering. Hurt is a
difficult emotion to experience without looking for someone to blame. The feeling of being
injured is painful enough that human nature causes us, often, to look for a cause of the hurt.
Often, someone has caused the hurt—true enough. When a partner betrays another, the
“cause,” or at least the trigger, of the hurt is very clear. When the injured party stays frozen
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in the hurt/blame cycle, little changes. Great skill is required for both the injured party and
the person causing the harm to reconcile with each other, if they want to do so. Many times,
hurt is made worse when the person causing the injury will not listen or will not accept any
responsibility. Relationships end when the hurt is too great and the attempts at repair are
inadequate. ‘

Common relational transgressions (Metts 1994) include betraying a confidence, leav-
ing someone out, sexual infidelity, lying and covering up, forgetting plans or special occa-
sions, flirting with a former partner, and physical abuse and making unfair comparisons
to other people (Bachman and Guerrero 2003a; Metts 1994). The best conflict resohy-
tion approach when someone tells you they are hurt, or even, “you hurt my feelings,” is
to inquire about what happened and how they interpreted the action. Listen and don’t
defend. You will be able to have your say, but the hurt person (whether you think the hurt
is reasonable or not) needs to be heard first. Then you can say, “I would like to tell you my
perspective; can you listen to me now?” (after you have reflected what you heard).

Attachment theory currently explains not only to infant/caregiver bonds, but also adult
relationships. Secure connections remain essential for physical health and human thriving
(Coan 2010; Early and Early 2011). The purpose of constructive conflict resolution is to
solve problems and preserve relationships. In the case of hurt and disrupted attachment
(anxious/ambivalent, avoidant, insecure, or disorganized) (Cozolino 2010), a key moment
of rupture can change everything. One long-term friendship between two men changed irre-
vocably due to one man’s angry attack on his friend in front of a group of men on vacation
together. They were not able to repair the rupture even though both tried. When an “attach-
ment injury” occurs, the needed response is repair. The good news is that ruptures can be
repaired and connections can be woven together again (Early and Early 2011). Dynamics
can shift from danger through safety by creating a new story, a co-constructed narrative, or a
“third way.” Ignoring a rupture by denying that the other “should” not feel hurt usually ends
the relationship, or at least a relationship of depth.

© Application 6.4 | What Would Have Helped?

Think of a time When you hurt someone, or someone hurt you. First, write the feelings or emo- ..
tions you felt. Then Write your_a'ssk‘umptions about the other person, about yourself,ran,d aboutyour.
relationship. What were the behaviors? From your perspective now, what might have helped? This -
Could be omething either of you could have done. You could share only-the last part.of th
Aty “Whe

Humiliation

While fear is basic, anger more complex, hurt even more complex, humiliation carries even
deeper layers of emotion, and is more complex than anger, fear, and hurt. The act of humili-
ation involves putting someone down, holding them down, while rendering them helpless
to resist the debasement (Lindner 2014). Humiliation administers a devastating identity
injury. For a while, researchers viewed humiliation as another form of shame. Given the
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. violence unleashed in the world (such as in terrorism), as well as among those known to

each other, humiliation deserves more attention in conflict resolution. When a person feels
debased and humiliated, then that person is not available for integrative conflict resolution.
Differences can lead to transformation of difficult conflicts, but only in the framework of
respect. When condescension, patronizing, and arrogance (all forms of disrespect) braid
through any relationship, no transformation of a conflict is possible (Lindner 2014). Verbal
forms of humiliation reflect a dominating style of communication. Fear of being overcome
underlies the feelings of a bully or a dominator. If the person doing the humiliating in an
interpersonal context is not amenable to change, it may rest on the skill of bystanders,
people who are not the victims of humiliation, to speak up. Not everyone being humiliated
has the power to say, “I will not allow you to disrespect me,” stopping the dangerous interac-
tion. You may, however. You might say, “Kevin, David does not deserve to be spoken to that
way. The way I see it is. . . .” or “This line of conversation is not productive. Would you be
willing to say what you are saying another way?” Then if the bully keeps going, you can say,
forcefully, “Please, stop now.”

Sadness and Depression

Sadness and depression also influence conflict resolution. These feelings comprise the
southwest quadrant of the circumplex model. Sadness is not always a “negative” emotion,
although few like to feel sad. Sadness, mourning, and grief can in fact strengthen social
bonds. For instance, when loved ones come together around the death of a friend or family
member, the values of community and friendship are reaffirmed. Averill (1968) suggests
that in the course of evolution, grief increased the probability of surviving because of the
ways that enduring bonds are formed. Social media presents both a way to communicate
about a loss and express grief in an online community. Caution should be taken, however,
in using social media for communicating with glibness about a life-changing event for the
bereaved (Rosetto, Lannutti, and Strauman 2015). Social media provides both an opportu-
nity for community connection and a reason to take care.

Sadness slows a person down. This may give a chance for deeper reflection on what is
happening, giving the sad person more choices to take care of oneself and others. Sadness
communicates that there is trouble (Tomkins 1963) so the person should pay attention to
one’s circumstances. Sadness is adaptive as well, because it may create a bridge of empathy
to another person. Unrelieved sadness may create anger or resentment over a long time;
this may turn into depression. In addition, many clinicians report elevated feelings of anger,
along with sadness and anxiety, when people are depressed (Rutter, Izard, and Read 1986).
Extreme sadness commonly leads to an almost total loss of pleasure and interest in one’s
surroundings, and also leads to dejection and withdrawal. A person who is overwhelmingly
sad cannot participate in creative conflict transformation. It’s too difficult. Sadness and
depression refer to different emotional states. When sadness turns into clinical depression,
you will help yourself by secking professional help, or your friends by suggesting they seek
assistance. If you experience overwhelming sadness, a flat feeling, or an inability to motivate
yourself to do the things that will help yourself (exercise: seeking positive activities; socializ-
ing with friends; and reflecting on your automatic, negative thoughts), then you will benefit
from professional assistance.

Sadness may help advance conflict resolution because feeling sad all the time is so
unpleasant that we are moved to find new solutions to problems. When we are so depressed

209




Part 1 Conflict Components

we can hardly get out of bed to function normally, we may ask, “What is wrong and what
can I do about it?” For example, Pamela found herself very sad every time she turned into
her driveway after work. Even though the day might have gone well enough at work, when
she came home she found herself feeling sad. One day she went to her friend’s house after
work and told her she just didn’t want to go home, then burst into tears. Pamela’s mother
had died a few months before this interaction. Her husband Baird went to the farthest end
of the house and turned on the TV when Pamela cried. Several times Pamela told Baird that
she needed comfort when she was so sad. Baird, however, felt extremely uncomfortable with
Pamela’s tears. He said once, when she asked for comfort, “But there’s nothing I can do. I
am sorry your mother is gone but I can’t change anything.” Pamela felt more sorrow and
loneliness at this point. Finally, after talking with her friend, Pamela decided to talk with
Baird. After explaining how she felt about coming home, their dialogue sounded like this:

Application 6.5 Sadness Leads to a Better Solution

Pamela: .Baird, | know you care that my mother died and that | am so sad. But when you go
to therden: and turn.on the TV when I'm crying, | feel more lonely than ever. | start to
tell myself that you don’tcare. - ==~ . © L PR

As this conversation progressed, both Pamela and Baird softened instead of hardened.
Pamela had been hardening into the perspective that “He doesn’t care.” Baird had been
hardening into the story that “Nothing I do makes any difference.” They found different
ways to stay together through Pamela’s sadness.

Some gender differences occur in the expression of sadness. Women are often more likely
to express sadness and cover up their anger, whereas men are usually more likely to express
anger and cover up sadness (Timmers, Fischer, and Manstead 1998). In the previous exam-
ple, Pamela moved from sadness to anger at her husband’s inability to comfort her. Baird
felt angry at himself that he didn’t know what to do. Then he retreated into sadness. Both
misunderstood the emotions of the other until they talked through their dilemma.

Too little sadness ex pression commonly leads to distorted emotional expression; too
much sadness expression can burden others. One function of sadness is that people expe-
riencing sadness are more likely than others to attempt to change their situation by cogni-
tive reappraisal (“I don’t think he meant to hurt me in the way he did; he was busy and
distracted”) or by apologizing or listening to music or doing other activities to change their
mood. Women have been found to be more skillful at emotion regulation in general (Rivers
et al. 2007). This gender-skill difference brings many challenges to heterosexual couple rela-
tionships. Same-sex relationships with women often benefit from both partners being willing
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to deal with sadness in conversation. More depends on personality than gender, however.
Some female couples experience the same challenges as opposite-sex relationships.

Disgust, Contempt, and Revulsion

Disgust, contempt, and revulsion are emotions that move to expel something noxious or
repulsive. In an adaptive sense, it makes sense to think that humans who learned to “spit
out” or expel bad food or water were more likely to survive. In interpersonal communica-
tion, we may be trying to “get rid of” something (someone) repulsive when we use disdain,
contempt, condescension, and demeaning comments. We explored earlier in the book how
damaging contempt is in intimate relationships. Humiliation depends on contemptuous
communication and must be interrupted for anything positive to occur.

Disgust is one of those emotions to feel, reflect upon, and not communicate about until
you understand and process the raw emotion. Revulsion and disgust both break relation-
ship connections on the emotional level. Yet, disgust and revulsion might serve a positive
function, as the following example shows. Kristin was a new bank employee. She was men-
tored by a senior banker, a man with a very strong, dominating personality. In one ses-
sion, Mark, the senior executive, was upset with Kristin’s handling of a client. He said,
“We're just about done here. I don’t have time to sit around all day and keep telling you
how to cultivate clients like this who have a lot of money. You're not getting it. I'll give
you one more chance. Watch me more closely next time.” Kristin felt angry, hurt, belit-
tled, threatened—and also noticed when she left Mark’s office that she felt nauseated. Her
revulsion led her to question whether she wanted to continue under Mark’s verbally abu-
sive mentoring. She asked her senior manager to assign her to someone else. Gottman’s
research (1993) explores the cascade effect that often goes into motion when disgust and
contempt are expressed. We referred to “the four horsemen of the apocalypse” in Chapter 1.
Gottman found that couples headed for divorce exhibit this pattern: “complaining and criti-
cizing, which leads to contempt, which leads to defensiveness, which leads to . . . withdrawal
from interaction (stonewalling)” (110). '

Contempt expressed is like pointing a loaded gun at someone, pulling the trigger, and
then being surprised when they fall over (or the relationship is killed). Worse, sometimes
contempt is used consciously as a weapon to weaken the other person and gain power in a
relationship. It’s a good idea to get out of contemptuous relationships if you cannot influ-
ence the other, or yourself, to change.

Shame, Guilt, and Regret

Shame and guilt play an important role in regulating conflict. When people break social
norms, and receive formal or informal social sanctions (“How could you have done that?”),
they may feel shame, guilt, embarrassment, regret, or remorse (Nugier et al. 2007). When
you act in a way that is incompatible with your own standards, your ideal self, or your own
sociocultural values, you may feel these uncomfortable emotions (Frijda 1986; Fisher and
Shapiro 2005). i

Shame often increases social cohesion, as long as one does not stay stuck in personal
shame. We try to avoid shameful situations because we lose face, lose self-esteem, and
generally feel miserable (Izard and Ackerman 2000, 260). Shame may also be present in
fear and anxiety. “Shaming” others usually leads to defensiveness, and works poorly as a
conflict resolution tactic. When we recognize that others feel shame or embarrassment, we
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can further the cause of good conflict management by remaining gentle and considerate.
Shame hurts.

Shame also creates negative responses. Berry (2016, 130) recounts a story of Ena, a
woman who had repeatedly suffered bullying in school during her youth. When a bully
approached her in class, in front of other students, and with the teacher not far away, she
reported, “I did not move, though I was screaming inside to do so. I never understood
how fear could do that to bodies. T did not ‘fight,” nor did I experience ‘flight.” T just took
it ... At the same time I felt guilt and confusion. . . .” Ena experienced freezing, shame, fear,
and guilt all at the same time. In this way, shame can function to keep a desperately needed
change of power from happening. In Chapter 7 we dig deeper into bullying, including the
role that shame places in this violence.

People usually experience guilt when they perceive that they have injured, unjustly
hurt, or failed to help someone (Guerrero and LaValley 2006). Guilt that comes when
people actually do or do not do things they value can motivate people to act differently, for
instance, to choose a nonreactive approach and to collaborate more quickly. Some people
feel guilt all the time, but that feeling is more akin to shame (about who one is as a person).
Real guilt comes from real actions or lack of actions. Making amends, as the 12-step pro-
grams for recovery from substance abuse require, helps. Making amends means expressing
that you are aware of the harm you caused and that you take responsibility for it. Making
amends, a form of repair, tends to restore connections and restore self-esteem for all parties.
The feeling of guilt is often so unpleasant for most people that if they can avoid their “run
and hide” impulse, and move toward the injured party, the guilty person will feel a lot better.

Regret can also serve a helpful role in conflict resolution. Painful regret can push one to
action rather than leave you mired in a sense of sorrow, self-pity, or helplessness (Buechler
2008). You can probably remember times of painful regret, when something you did could
not be undone, but haunted you with feelings of regret. Regret can heal relationships when
we atone for mistakes, and when we learn from the past situation how to manage our lives
differently in the future. One example might be a situation in which you neglect an impor-
tant friendship. When your friend inquires, “Is something wrong? Did I do something to
offend you?” this inquiry might well move you to take action if you value the friendship. You
can invite your friend to do something, make her a priority, set aside time, and restore con-
nections between you. Regret ignored can turn into self-pity (“I never seem to get it right”),
which does no one any good.

Functions of Positive Emotions

Many times we do not think of positive emotions in relation to the effective management of
conflict. Several decades of research, especially the ideas of Seligman when he was president
of the American Psychological Association, Isen (1987), Frederickson (2003), Fisher and
Shapiro (2005), Socha (2008), and Shapiro (2011) demonstrate the creative value of posi-
tive emotions. Positive emotions radiate outward into integrative and transformative conflict.

Joy, Love, and Laughter

Joy, love, and laughter clearly provided an adaptive role in human development. For instance,
altruistic individuals were more likely to “tend and befriend,” and therefore survive catastro-
phes. Positive emotions broaden an individual’s mindset, allowing one to broaden and build.
Whether in the lab or in everyday life, when people feel positive emotions such as interest,
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joy, altruism, hope, sympathy, and empathy, they are more likely to think creatively. When
people feel good, they are more likely to integrate new ideas, be flexible, and remain open
to information (Fredrickson 2003). When people feel safe, they are more able to grasp the
opportunities of conflict instead of remaining paralyzed by the danger of conflict.

Some organizations use these ideas for team building. When colleagues are able to play
together, they are more likely to clarify their life priorities, strengthen social ties, and build
skills to express love and care. In work-related conflicts, colleagues are more likely to choose
cooperative modes of conflict resolution when they like each other and have shared positive
emotional experiences (DeSilvilya and Yagil 2005). When students were asked to think of
positive meaning in their daily lives, at the end of a month they scored higher on psychologi-
cal resilience than those who focused on some neutral task (Fredrickson 2003). Interest
and joy in play interacts with affiliation (Izard and Ackerman 2000). Rituals such as eating
and playing games help people engage their feelings rather than just their cognitive abilities
(Maiese 2006). Bating a meal together can help people relax and think of their opponents
as people who want to solve problems. Many cultures signal the end of hostilities by having
a meal together, giving gifts, and sharing greetings and apologies. Nonhostile joking helps
people see each other as friendly others rather than enemies (Maiese 2006). Positive feel-
ings (induced by watching positive-emotion films) help boost broadened thinking, and vice
versa (Fredrickson and Joiner 2002).

Community conflict resolution and transformation create a “positive spiral” in an
important way—people who give help can feel proud of their good deeds, and people who
receive help often feel grateful. Even people who simply witness good deeds can feel ele-
vated and more joyful (Fredrickson 2003).

Happiness, Serenity, and Contentment

Happiness, serenity, and contentment contribute greatly to resolving conflicts. When you
approach a problem with interest and a positive attitude, you communicate these feelings to
others involved, and they, too, are motivated to work with you (Deci 1992; 1zard and Ack-
erman 2000). Serenity might be explained as a kind of balance and equanimity; whatever
happens in a conflict, the relationship will be preserved, along with an individual’s sense of
self. Positive emotions lead to empathy and sympathy. Communicating warmth indicates that
you see the other not as an enemy, but as a partner in conflict (Lindner 2014). Much, that is
positive, is communicated through statements indicating confidence and warmth, serenity
and optimism, such as:

“I’m glad to get a chance to work on this issue with you.”

“We can come to a good outcome instead of wasting our energy struggling against
each other. I feel confident that we can work together.”

“What a relief to be facing this issue directly instead of skirting around it.”
“I am interested in what you have to say.”

(To an intimate): “You are important to me. I will do whatever it takes for us to get
past this time of hostility and mistrust. I remember what it feels like to actually like
each other.”

“Thats hilarious. I never thought of myself that way—you may be right. Uh oh!”
“OK, I'll put down my guns if you will. We’re scaring each other to death.”
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“After this meeting, I hope we will set up a meal for our team to look forward to. This
much hard work deserves a celebration.” )

Notice that stating optimistic confidence sets the conditions for elevating the commu-
nication bar, so to speak, to a high level, and expecting the best.

Throughout the first part of this book, we emphasized the importance of taking the
other’s perspective while holding fast to your own thoughts and feelings. When we assume
that others want essentially what we want, we can join with them to solve problems instead
of seeing the other person as the problem. While incompatible goals certainly exist, peo-
ple of goodwill want to solve the current problem and enhance the relationship enough
to transform a conflict into an opportunity. The metagoal can help transform competing
goals. Effective conflict resolution draws on feelings about and for the other person, and
for oneself, Creative solutions transform anger, fear, hostility, and mistrust into confidence,
contentment, and trust.

~»The Mid-Range: Zone of Effectiveness

Conflicts that are worked out in the mid-range of the level of emotional intensity typically
resolve more effectively than those that are left unexpressed or are handled with unre-
strained emotion. See Figure 6.4 for a graphical depiction of regulated conflict. Aristotle
wrote about the Golden Mean and the Buddha taught about the Middle Way. Low produc-
tivity occurs when interpersonal conflicts are either not identified (but the emotions leak
out anyway) or when people indulge in unrestrained emotion (thus leading others to fight
or flee). A lack of regulation in personal conflicts damages the process. For instance, a
divorcing couple, attempting to share the custody of their two children, was close to agree-
ment when the wife exploded in a mediation session, saying, “He’s selfish! He always was

Figure 6.4 Continuum of Conflict Intensity
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and always will be!” Her unregulated outburst ruined the chance for collaboration on their
problem. Regardless of the specific content, after an episode has passed, the other person
will likely recall what you said and did during the conflict. People have long memories for bad
treatment. Even if you feel perfectly justified for blowing up, your “bad behavior” will remain
in memory even if the conflict outcome works out reasonably well. You may lose a relation-
ship while trying to solve a problem.

Venting does little, if anything, to help the conflict process. Venting (or avoiding) does
not remain your only option for expression. If you feel the need to vent, do it with a safe
friend, a counselor, or designated third party—not the conflict partner with whom you are
attempting to work. Venting can feel wonderful for a while—but the price is usually too high
to warrant the “Yes!” feeling of telling the other person off.

Unthinking avoidance of a conflict—pretending you don’t have strong feelings when
you do—will ultimately fail. Your feelings will come through, and the problem will remain
unresolved. Young couples who avoided emotional expression, especially when men avoided
speaking their emotion, were less happy than those who engaged in mid-range emotional
expression (Velotti et al. 2016). Avoidance leads to resentment, whereas unregulated emo-
tional expression leads to broken bonds of trust and affection.

Moderated emotions in conflict bring many advantages. The escalatory spiral will be
halted, you will learn more with self-restraint, and you will be able to be more creative
in your options when you don’t create a bitter enemy. You will not take actions, such as
revenge, that you would later regret or have to justify (Yoshimura 2007). Restraint of your
emotions, but not suppression, aflows trust to build when trust has broken down.

Mindfulness: Thinking About Feelings

How do we learn to manage the raw emotions that make up conflict? As Welwood (1990)
writes in his book on love and relationships, we try to manage our lives so we avoid “raw”
feelings, but in fact we are human partly because we feel so deeply. He refers to feelings as
“raw” because we feel tender and vulnerable, but also because our emotions, at the begin-
ning of a conflict, are “uncooked.” They have not been processed. When we approach con-
flict as a warrior of the heart, we draw on some of the metaphors from earlier in the book.
Conflict is a dance, or is a mode of martial arts, and is like stepping along an unfamiliar
path. Since we cannot avoid conflict, we can learn to move skillfully. No more positive meta-
phor exists for all that is good in conflict than the seart. When in danger, we may remind
ourselves not to lose heart. You might be described by your friends as a person having a
heart of gold, or being warm-hearted. The heart is viewed as filled with positive emotions
and feelings (Reeves 2010). Hearts can also be cold or hard. Approaching conflict by prac-
ticing mindfulness, we have the option to choose to soften and open our hearts to others
with compassion, and to ourselves as worthy of good treatment.

These ideas will be helpful as you start out on the difficult warrior path of working with
strong emotions. Awareness is “by far the most essential, powerful resource we have for effect-
ing change and working with life’s challenges” (Riskin 2010; Welwood 1990, 23). Awareness
draws not on “knowing about something,” but on clarity. We are clear when we can use all our
senses to tell what is actually happening and when we can move with fluidity, as though we are
a zoom lens that can move in and out to change perspective. When we stay clear and fluid,
we can stay stable instead of being blown around or thrown off our path. We can cultivate
mindfulness of others’ needs, as well as our own; becoming less self-centered builds bridges
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instead of walls. When a person takes a mindful posture and works to stay reflective instead
of reactive, that person will become more aware of the ways she filters incoming information.
She becomes aware of her biases and distortions, saying, “Hmm, I usually misperceive very
talkative, confident women. I'd better listen more carefully.” She knows herself and her dis-
torted lens, which enables her to correct her lens, at least some of the time.

Chapman (2012) teaches a mindfulness tool in communication workshops. The meta-
phor used to notice whether communication is open, closed, or somewhere in-between is
the traffic light. Using this image, a green light communication pattern means communi-
cation is flowing well, a red light indicates closed or defensive communication, or a lack
of listening, and a yellow light indicates something in between red light and green light.
Working with the yellow light takes practice in mindfulness (Chapman 2012, 6). Mindful
communication means that when you sense uncertainty, confusion, or danger that you slow
down (yellow light). -

Traffic Light Mindfulness Practice

You can practice thls in your small group

1. ‘Choose a current emotron taden conflict to role- -play. . :
‘ 2. .Choose people to take the roles of two or three people Asthe people dlscuss how to trans- ’

Another mindfulness practice is to remain compassionate toward ourselves and others.
Compassion makes us strong and expanded as conflict managers; since when we are compas-
sionate, we make space for our own feelings and the feelings of others. Making space is like
stepping out of the flames (of emotion), but rather than running from the fire, we sit “next to
it,” look into the fire, and reflect on what is hurting. We have freedom to think, feel, move, and
choose actions (Welwood 1990, 24). Calm reflection often leads to compassion.

When strong emotions toss us around, we feel so miserable or anxious or furious or scared
that we begin to tell ourselves stories. These stories become bad mental habits that lead us to
take shortcuts to action/reaction instead of thinking and feeling our way along a new path in
a conflict. These “stories” become dramas that we believe are true, as was the case for Pamela
and Baird as they told themselves stories about each other regarding Pamela’s grief and Baird’s
response. Stories filter what we are able to think and feel. As we listen and tell our conflict
narratives with an ear to the underlying emotion, we receive invaluable information about
what our own and the other’s core concerns really are. When we notice a shift in emotion, we
can usually figure out why and how the conflict became intractable or reached impasse. Being
mindful entails leaning into, and putting ourselves “on the spot” of, the challenges (and joys)
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that are present and so influential in conflict; attempting to stay grounded, even though strong
emotions create the conditions for groundlessness (Chddron 1997).

We periodically return to the topic and practice of compassion in the book because it
is a fundamental aspect of mindfulness, and, in turn, an important dimension to effectively
responding to conflict. As Chodron (1997) writes:

When we talk of compassion, we usually mean working with those less fortunate than
ourselves. Because we have better opportunities, a good education, and good health,
we should be compassionate toward those poor people who don’t have any of that.
However, in working with the teachings on how to awaken compassion and in trying
to help others, we might come to realize that compassionate action involves working
with ourselves as much as working with others. Compassionate action is a practice,
one of the most advanced. There’s nothing more advanced than relating with others.
There’s nothing more advanced than communication—compassionate communication
(101-102).

Compassionate communication is vital for all parties in conflict . . . compassionate for oth-
ers and us. Why is compassion so vital? Also, do you know anyone whose life would likely
be better, more at ease and happier, if that person were to practice self-compassion? Could
that someone be you?

Practice your awareness of the friggering event. When you know what sets you off, you
are usually better able to handle the episode creatively (Shapiro 2016). You can pinpoint
that exact moment when a discussion turns into a conflict. Many times you will notice a
defensive reaction, a rebuff, a rude comment, an explosion of anger, or your own inner emo-
tion or story that notifies you, “That’s enough. I've had it.” Or you might notice someone
else about to lose it. One of the best transformation tools depends on metacommunication
(see Chapter 4), such as, “We need to tread carefully here,” or “I'd like to slow this down.”
Respond to the triggering even with care and excellent communication, rather than escala-
tion or extreme emotional expression.

Finally, the “warrior of the heart” needs courage. Courage is ordinarily dep1cted as
a characteristic of “the lone, separate person who defies vulnerability and fear” (Jordan
2008). Jordan, one of the pioneers of the Relational-Cultural Model of Therapy, developed
her ideas, as does Welwood, on a different model of courage. Courage derives from the
Latin root cor, meaning heart, “the seat of feeling, thought” (Jordan 2008). Courage involves
bringing even painful truths into a relationship. It often involves courage to come into con-
flict. We have thoroughly explored the lures of both avoidance and escalation. Courage of
the heart and feelings involves finding the truth with awareness, resisting the tried and true
stories that propel us to act in habituated ways, and the true bravery required to act in an
honest and compassionate manner.

Jordan suggests that we redefine vulnerability as an emotion and position that
requires courage. Vulnerability indicates “we are open to the influence of others at the
same time that we are open to our need for others” (Jordan 2008, 213). In a dominant,
power-over culture, we don’t feel safe when vulnerable. In a connected, relational culture,
we can be moved by our feelings, express them with care, and continue to resolve our
differences.

We will practice some of the “first steps” ideas for dealing with feelings by studying the
following case and applying the ideas presented above.
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~Case62 ~ ~  Tt’s Not Yours to Loan!

Victor and Tom are a married couple. They both work in real estate, Victor in mortgage financ-
ing and Tom in sales. Tom’s grand'mother died and left each of her five grown grandchildren
$100,000. Victor and Tom were amazed and pleased. As they talked, they agreed to put the

- money into a money market account untll the real estate market settled down, at that time they
would make a down payment on thelr next home Both Tom and Victor like the duplex they -

bought when they marr_led They can afford the current mortgage because one side of the duplex :

is rented They feel no"hurry to buy somethmg Iarger although they are qurte crowded especrally
7 srnce the value of: the|r duplex has dropped Ina recent apprarsal they were dlsappomted at how
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Case6.2  It’s Not Yours to Loan!

Using the ideas of Welwood, Riskin, Chapman, and Jordan from our earlier discussion, let’s
see what awareness, flexibility, mindfulness, compassion, and vulnerability might sound like. A
counselor asked each of them to reflect on the storm of emotion they were feellng before they
talked with each other about the conflict again. They each wrote in a journal as they reflected.

Victor: I can see from the look on Tom’s face and hear in his voice that he Is shocked and
d/smayed It's extremely painful to me to know that | betrayed his trust. | wish I had
falked to him and told him about my parents need. lwas afraid that he would say
no, and | beI/eved that with @ bonus coming in at Dad’s busmess they | would be -
able to pay us back. We/l | see. that [ was riot thinking. ! /ust wanted to help and |
felt guilty havmg the money and not he/plng them. | want to let Tom know thatour..

. values are dlfferent In my cu/ture you he/p p ople, in your famlly Who are in need :
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Strong Emotions and Automatic Thoughts

Write down a sntuatlon that you are expenencmg in the present or lmmedlate past about which you :

have strong. emotlons Ilke Tom and Vlctor dld Then wnte down the automatlc thoughts (the hot
ones) that lead fr Son i

Here is another example of a situation full of feeling.

You Voted for Who?

You have JUSt dlscovered that your fiancé has voted the opposite ticket from you in the presndennal
pnmary electio '{Yon have both argued over this; YO | canrniot| beheve that he/she feels so differ-
ently Your flance eminds you that you share a Iot of values in common but you stllI feel dlsbehev- :

The following additional techniques will help you work with strong emotion.

Express Anger Responsibly

Anger can be relationally lethal if you express it with contempt, disgust, exaggeration, sham-
ing, and other mixtures of strong negative feelings. Anger can be expressed in a way that is
clear, calm, firm, respectful, honest, and compassionate. This way of speaking works well as
you express any strong emotion.
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Mace (1987) suggests the following guidelines for responsible expression of anger:

Verbally state the anger. Just as one says, “I am hungry,” say, “I am angry.”
Distinguish between venting and acknowledging anger.

Agree that you will never attack each other in a state of anger.

i e

Work to find the stimulus for the anger. It won’t go away just because it is expressed.

Mace (1987) summarizes his approach (for use with intimate partners) as follows: “I find
myself getting angry with you. But you know I am pledged not to attack you, which would
only make you angry too, and alienate us. What I need is your help to get behind my anger
to what really is causing it, so that we can do something about it together.” The response
to this is, “I don’t like your being angry with me, but I don’t blame you for it. And since I
know you won't attack me, I needn’t put up my defenses and get angry with you in turn.
I appreciate your invitation to help you get through to the underlying cause of your anger,
because I care about our relationship, and it should help both of us to find out what is really
happening to us” (97). When you practice this approach to communicating anger, you will
find it doesn’t seem strange. The rewards for this kind of expression will help you keep using
the approach.

Nonviolent communication (NVC) training helps in many situations in addition to
intimate relationships. Male parolees, undergoing substance-abuse treatment after their
incarceration, were trained with principles of NVC (very similar to principles in this book).
Those parolees who learned NVC principles, and practiced them, tended to develop more
empathy, support skills, and ability to cope with heightened emotion than did those who
received a different kind of training (Marlow et al. 2012). As scholars of communication,
you may be able to integrate conflict transformation training and education in professional
roles you will take in your career.

Use the X-Y-Z Formula for Clarity

Often, finding the right words to communicate anger is difficult. The X-Y-Z formula will
help one express any difficult emotion. Here are its components:

e  WhenyoudoX
e Insituation’Y
e JfeelZ

An administrative assistant might say, “When you interrupt me (X) when I am on the phone
(Y), I feel rattled and belittled (Z).” His response, taking responsibility for feeling upset yet
letting the other person know what produced his feelings, is more likely to result in a con-
structive solution than if he had said, “T don’t get any respect around here!” Another way to
use the X-Y-Z format is this:

¢  When you do X in this specific situation
o JfeelY
e  What ] want instead is Z

The second format incorporates a request into the sequence. Both are helpful tools to
learn.
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The X-Y-Z skill has the advantage of clarifying the issue of concern for the recipi-
ents of strong emotion and urging the senders to take responsibility for their emotional
reaction. The first format is helpful when the situation needs exploration. Requests for
change will come later. In the second format, the request is lodged in a specific, descrip-
tive form so that recipients might reduce defensiveness and respond appropriately.

Actively Listen to Emotional Communication

As you listen to someone express a negative emotion, you likely experience a natural ten-
dency to experience your own fear and then to respond defensively, as in, “I only interrupt
you when it is important to the company—get off my case.” Remember, however, that when
conversation partners are upset with you, they need to express that feeling or the feeling will
usually turn into resentment, despair, sadness, or some other emotion. You can't “argue” or
“reason” someone out of any feeling. When you say, “You shouldn’t feel disappointed/angry/
sad,” this injunction may increase, not decrease, the emotion. The other person may feel
frustrated and misunderstood because you are devaluing the other’s real feelings. You don’t
have to agree with feelings to listen respectfully.

Roommate to Roommate

Here is an example of respectful listening to someone who is upset. Your reommate has just said:
When you leave your clothes on the floor {X) and | have people in after my night class (Y),
| feel embarrassed (Z).
Recipient: So my clothes on the floor really get you mad? (reﬂectlon —not perfect because the
roommate said ‘embarrassed,” but it's good enough.) - :
Then you mlght ask one ofthese questlons and make one of the statements

1. Does nt make you mad all the tlme orjust if. people are commg over7 i

Protect Yourself from Verbal Abuse

When another’s expression of anger, rage, or contempt burns out of control, you have a
responsibility to protect yourself. Listening to belittling, hostile blame, ridicule, demeaning
or untrue accusations, sarcastic name-calling, contempt, or actual physical threats is not
good conflict management. The other person should be told, firmly and consistently, “I
won’t listen to this kind of talk. I can’t hear anything important you're trying to say when
you're demeaning me.” Then you can leave or disconnect from the phone, giving the other
person a chance to cool off. You can say, “Wait!” or “Stop!” in a firm voice. Never try to
argue with a person who is engaged in verbal abuse. (It’s like arguing with an alcoholic—
nothing healing can happen until the person is not actively abusing alcohol.) But just as you
would move to stop the abuse of a child, you have the responsibility to stop verbal abuse in
a conflict, if you possibly (and safely) can.
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Verbal abuse leads to escalation or withdrawal, hinders conflict resolution, and lowers the
dignity and self-esteem of all parties. Productive reception of someone’s anger may not be possible
until boundaries are reset and conversation takes a more constructive tone. You can raise your
voice (without shouting) and speak in a firm, no-nonsense tone. Of course, asa student of conflict
resolution, you possess skills that will make it unnecessary for you to ever use verbal abuse! '

Conflict is not always polite, but constructive conflict is never abusive or violent. When
you know you are overpowered, or cannot stop the verbal abuse from another, leave. You
may need help from friends or professionals to do so. You are never responsible for some-
one else’s verbal abuse, as long as you are using reasonably constructive communication.

Use Fractionation

The essential conflict reduction tactic, known as fractionating, is an idea developed by Follett
(1940) and later called “fractionation” by Fisher (1971). Fractionation reduces the intensity
of emotion in conflicts by focusing attention on the sizing of disputes. Conflicts can be bro-
ken down from one big mass into several smaller, more manageable conflicts. Fractionating
conflict does not make it disappear, of course; it simply makes the components of large
conflicts more approachable by parties who are trying to manage their disputes. Conflicts
“do not have objective edges established by external events” (158). Rather, conflicts are like
a seamless web, with indistinguishable beginnings and endings. Choices are almost always
available as to how to size, and therefore manage, conflicts. When you choose to “downsize”
a conflict, you probably also downsize the big emotion. This simple idea is one of the most
useful conflict management tactics. Almost all conflicts can be made smaller without being
trivialized. Smaller conflicts carry less strong emotion. Rather than saying, “I can see we will
never solve the problem of where we want to spend our vacations and I feel completely dis-
couraged,” you could say, “I propose we work on this Spring break vacation, come to agree-
ment, and then return to what we do in the future after we have a good time.”

Use Positive Language to Work with Strong Emotion
Communication students transform conflicts with their use of language. As dlscussed ear-

fier in this chapter, positive emotions help people broaden their thinking, reflect, and build

on integrative ideas. You can adopt the “contribution system” (essentially, both people
acknowledge that they contribute something to the problem, rather than blaming the other
person). Fisher and Shapiro’s ideas from Beyond Reason: Using Emotions as You Negotiate
(2005) will change your language from negative language to positive language. Study Dif
ficult Conversations for excellent language that leads to moderated emotion (Stone, Patton,
and Heen 1999). Express appreciation and all the core concerns, use “we” language, involve
people in decisions that affect them (which reduces defensiveness), and show respect by
asking for opinions and advice from others.

You will benefit from Rosenberg’s influential book Speak Peace in a World of Conflict
(2005), another resource full of the language of peaceful communication.

~»Personal Responsibility for Emotional
Transformation

As we have explored, emotions naturally arising in conflict often “fee]l bad.” Peacemak-
ing is a crucial stress reduction mechanism for people (Aureli and Smucny 2000; Shapiro
2016). In fact, “post-conflict anxiety and reconciliation may function as part of the human
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homeostatic mechanism, which regulates and stabilizes relationships between former oppo-
nents” (Butovskaya 2008, 1557).

As we think about change, we often try to change the other. This “change the other”
attempt usually yields little that is constructive. Sometimes we can change the situation. Finally,
we can deeply influence, from the inside out, only ourselves. Change in your interior com-
munication or thoughts changes the entire system. This is especially true as we work with
our own emotions, taking responsibility for how we feel. No longer can we accurately say, “I
couldn’t help it. He pushed all my buttons.” With reflection, we know where our buttons are,
how to manage our actions, and how to gain enough space to think while feeling. We might
call this the watershed principle, based on where water flows along the Continental Divide.
On one side, water flows toward the Atlantic, yet just a few feet farther away, it flows toward
the Pacific. Very small changes can produce enormous effects. Similarly, in conflict interac-
tions, small personal changes reverberate throughout the entire system and bring results that
are much larger than you would ever imagine.

Because self-change in a conflict is difficult, it usually requires prerequisites. If you are
going to alter your own emotionally based behavior rather than assert that your feelings
and actions are only “natural” or “only in response to what she did,” you have to care about
the relationship. If the relationship is of no consequence to you, then you likely feel little
impetus to change. The essential point is that you are not waiting for the other to change
first—someone has to “step up to the plate.”

In conclusion, working with strong emotions by understanding them, reflecting, choos-
ing actions instead of reactions, and learning to express yourself precisely when you are feel-
ing strongly—all this personal growth and responsibility leads to better conflict resolution.
Radical self-responsibility and mindfulness mean we take seriously our own possibilities for
infusing hope and positive change into the world. This is a lifelong work in progress.

Out beyond the ideas of right doing and wrong doing,
There is a field.
L'll meet you there.
Jelaluddin Rumi
Source: From The Essential Rumi, Translated by Coleman Barks. 1995.

in confhct—strong feehng ‘can be used for pos1t1ve
,purposes Emotronal mtens1ty varies and one should

‘strong feehng 8 requrred to engage and collaborate

)ry is an emotlon regulatmg system focusmg on -
ty and danger We recommend increasing safety :
connectron so: conflict resolutlon approaches :

actually be used The cncurnplex model of emo-
presents and orgamzes a theory of ernotlons
lings; and how they fit into the model, ‘are pre-
ed, along with a List . of emotions typical when
’s needs are and are; not being met. Enough

not pred1ct a confhct s trajectory based on the f1rst

level of - mtens1ty People expetience ‘emotions as - -
good or bad and relat10nsh1ps are defmed by the

kind of emotron that is expressed :
FEmotions serve a vanety of functlons and nega—

tive emonons such as anger can. serve as a wakeup call.
The popular_ notion that you can get rid of e_mo’rlons ’
by expressing them (the catharsis view) is not accurate.

The anger-fear cycle details what is underneath feel-
ings of anger. Other emotions such as sadness and
depression can alert s to trotible in the relationship.

The functions of positive emotions and their
role in conflict resolution are described. Core Con-
cerns provide a framework for remembering integra-
tive conflict approaches. :

You have ‘a beiter chance of productive con-
flict if you neither deny nor blow up—rather, express
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~»Review Questions
1. Define emotions.

2. What is the tension of opposites that occurs
with emotions and conflict?

3. Describe the main function of emotions in
engaging conflict resolution activities.

4. How are feelings and emotions related? -

5. List some common misconceptions about
emotions.

6. How do these misconceptions hinder effective
conflict resolution?

7. How do negative emotions serve us in
conflicts?

8. What is the anger-fear sequence?

9. How do sadness, disgust, shame, and guilt
influence conflict parties?

10. What are “feeling words”? What makes the

study of feeling words useful?

11. Explain the adaptive theory of emotions
applied to negative and positive emotions.

~ a positive result. Learning how to catch your auto-

triggering event 217
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whatever feelings you have in the mid-range. Mmd
fulness, awareness, flexibility, compassion, and vu :
nerability are ways to express strong emot1ons for

matic thoughts, express anger responsibly, and t
personal respons1b1]1ty for your own emotional tran
formation yields big payoffs for managrng confh
productively.

210 automatic thoﬁghts 219

responsible expressions
of anger 221
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12. Why would one want to be in the mid-range of
emotional expression? What happens. when yo
express more extreme emotions?

13. What does it mean to become a “warrior of the .
heart”? .

14. What are automatic thoughts and how are they 5
connected to emotions? -

15. ‘Why is if important to practice mindfulness s
when reflecting on, and responding to, emotion.
in conflict? Also, which mindfulness practlce 1s S

- most difficult to perform, and why?
16. List ways to express anger productively.

17. Why would you want to change yourself rather =~

than others?

18.

19.

What are some of the reasons change is
difficult?

Explain self-responsibility in relation to
emotional understanding and regulation.



