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NAVIGATING DISAGREEMENTS: A TOOLKIT OF 50
ACTIVITIES FOR CONFLICT RESOLUTION

Conflict is an inevitable part of the human experience. Whether it
arises in the boardroom, the living room, or the classroom, the
way we handle disagreements can either strengthen relationships
or  erode  them.  The  goal  is  not  to  eliminate  conflict  entirely—a
heal thy  debate  can  foster  innovat ion  and  deeper
understanding—but  to  manage it  constructively.  This  requires
practice,  patience,  and a  solid  set  of  skills.  The following 50
activities  for  conflict  resolution  are  designed  to  be  practical,
engaging,  and  adaptable  for  various  settings,  from corporate
teams and couples  to  families  and community  groups.  These
exercises  move beyond simple  theory  and provide actionable
steps  to  transform  friction  into  a  foundation  for  growth.  By
integrating these practices into your routine,  you can build a
culture where differences are addressed with respect, clarity, and
a shared commitment to finding common ground.

Building Self-Awareness
and Emotional Regulation
Before we can resolve a conflict with someone else, we must first
manage our own internal landscape. These activities focus on
recognizing triggers and calming the nervous system.

The Body Scan Check-In: Before a difficult conversation,1.
take 60 seconds to mentally scan your body for tension
(clenched jaw, tight shoulders). Acknowledging physical
stress helps prevent an emotional hijack.
Name the Emotion: Use an "emotion wheel" to identify2.
exactly what you are feeling (e.g., hurt vs. angry). Labeling
the emotion reduces its intensity and provides clarity.
Five Senses Grounding: During a heated moment,3.
identify 5 things you see, 4 you can touch, 3 you hear, 2
you smell, and 1 you taste. This technique pulls you out of
a reactive state.
Personal Trigger Journal: After a conflict, write down4.
what specifically triggered you. Look for patterns (e.g.,
feeling unheard, being interrupted). Awareness is the first
step to change.
The "I Feel" Statement Practice: Write down a conflict5.
situation and reframe it using the structure: "I feel
[emotion] when [specific behavior] because [my need]."
This shifts blame to ownership.
Breathing with a Pause: Inhale for four counts, hold for6.
four, exhale for six. The extended exhale activates the
parasympathetic nervous system, making calm responses
possible.
The Third Story Technique: Write a one-paragraph7.
description of the conflict as if you were a neutral, unbiased
journalist. This creates distance from your own narrative.
Values Clarification: List your top five personal values8.
(e.g., respect, honesty, family). Ask yourself how this
conflict challenges or aligns with those values.
Temperature Check: Rate your emotional intensity from9.

1 (calm) to 10 (explosive). Agree with a partner to pause
any conversation when either person reaches a 7 or higher.
Visualize Success: Close your eyes and visualize the10.
conflict ending well—with both people feeling heard and a
solution found. This primes your brain for a positive
outcome.

Developing Core
Communication Skills
How we say things is often as important as what we say. These
activit ies  focus  on  clear,  respectful ,  and  assert ive
communication.

The "DESC" Script: Use this model: Describe the11.
situation, Express your feelings, Specify what you want,
and state the Consequences (positive or negative). Practice
writing and delivering a DESC script.
Paraphrasing Partner: In a pair, one person speaks for12.
two minutes about a problem. The other paraphrases back:
"So what I hear you saying is..." until the speaker confirms
accuracy.
One-Minute Timer: Each person gets 60 seconds of13.
uninterrupted speaking time while the other listens silently.
This prevents interruptions and ensures each perspective is
fully aired.
Switch Sides: In a role-play, argue the opposite position of14.
your own for five minutes. This builds empathy and reveals
blind spots in your own logic.
Question Reframing: Instead of saying "You always..." or15.
"Why did you...", practice reframing accusations into
curious questions: "Can you help me understand your
perspective on this?"
The Wooden Leg Technique: Acknowledge your part in16.
the conflict first. For example, "I know I was short with you
earlier, and that wasn't fair." This disarms defensiveness.
Non-Verbal Mirroring: In a calm conversation, subtly17.
mirror the other person's posture and tone. This can build
rapport and a sense of being in sync.
Colored Card System: Use red (stop), yellow (caution),18.
and green (go) cards. During a discussion, a person can
hold up a red card to signal the conversation needs a
break.
Appreciation Round: Before discussing a contentious19.
issue, each person shares one genuine thing they
appreciate about the other. This sets a cooperative tone.
The "And" Replacement: Consciously replace the word20.
"but" with "and" in your sentences. "I see your point, and I
also have a different concern" is less dismissive than "but."

Deepening Active Listening
and Empathy
Listening is not waiting for your turn to speak. These exercises
cultivate the ability to truly hear another person.

Listening Without Agenda: One person shares a21.
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problem for three minutes. The listener's only job is to
listen, with no advice, no questions, and no stories of their
own. Simply listen.
Empathy Mapping: Draw four quadrants for the other22.
person: What are they seeing? Hearing? Saying? Doing?
This helps you step into their shoes.
The Ten-Second Pause: After someone finishes speaking,23.
wait ten full seconds before responding. This gives them
space to add more and prevents rushed replies.
Reflecting Feelings: Listen for the emotion under the24.
words and reflect it back: "It sounds like you feel frustrated
because you felt left out."
Curiosity Interview: For ten minutes, ask the other25.
person questions about their perspective with genuine
curiosity. No arguing, just understanding. "Tell me more
about why that matters to you."
Mindful Listening Walk: Take a walk together, but one26.
person talks while the other listens. Focus on the sounds of
nature as a backdrop, and let the conversation flow without
a destination.
The "What I Need You to Know" Exercise: Each person27.
writes a short letter starting with "What I really need you to
know is..." Read the letters aloud without interruption.
Story Swap: Each person tells a short story from their life28.
that relates to the current conflict. This provides context for
their reactions.
Summarize to Satisfy: Before you can give your own29.
viewpoint, you must summarize the other person's
viewpoint to their satisfaction. No loopholes—you must get
a "yes, that's accurate."
Listening to the Silence: In a group or pair, sit in silence30.
for two minutes. Afterwards, discuss what was
communicated in the silence (body language, tension,
relief).

Mastering Problem-Solving
and Negotiation
Once communication channels are open, you need tools to move
toward a solution. These activities are structured for collaborative
problem-solving.

Interests vs. Positions: On a whiteboard, list the31.
positions (demands) and then dig deeper to list the
underlying interests (needs, fears, motivations). Solutions
are found at the level of interests.
Brainstorming Bad Ideas: Start by brainstorming the32.
worst possible solutions to the conflict. This loosens up the
group and makes it safer to suggest creative,
unconventional ideas.
The "Third Space" Option: In a conflict between Option A33.
and Option B, commit to finding a creative Option C that
meets both parties' core needs.
Shared Goals Document: Write down all the goals that34.
both parties share. Place this document in the center of the
table to serve as a visual reminder of common ground.
Pro-Con Matrix: For each proposed solution, create a35.
table with pros and cons. Evaluate each option objectively,
without attaching it to a person's identity.
Conditions of Satisfaction: Each person writes down36.
what "good" looks like for them. What specifically needs to
happen for you to feel this conflict is resolved?
Role Reversal Negotiation: One person plays the role of37.

a mediator or judge. The other two present their cases. This
can depersonalize the negotiation process.
The "Yes, And" Brainstorm: In a group, every suggestion38.
is met with "Yes, and..." instead of "Yes, but..." This builds
on ideas rather than shutting them down.
Developing a Pact: If a solution cannot be found, create a39.
pact on how to handle the disagreement going forward.
Agree to disagree with respect and set a future date to
revisit.
Using a Decision Matrix: For complex conflicts, list40.
criteria (cost, time, fairness) and score each potential
solution against those criteria. The highest score is the
chosen path.

Fostering Team Building
and Restorative Practices
These activities are excellent for groups, families, and teams that
want to build resilience and repair harm.

The "Rose, Thorn, and Bud" Check-In: In a team41.
meeting, each person shares a rose (something good), a
thorn (a conflict or challenge), and a bud (something they
are looking forward to). This normalizes conflict as part of
growth.
Group Boundary Walk: Using a large piece of paper,42.
team members draw physical boundaries representing their
roles and responsibilities. Discuss where boundaries
overlap or clash.
Restorative Circle: In a circle, each person talks about43.
how a specific conflict affected them. The focus is on harm
and repair, not on blame and punishment.
Apology Makeover: Practice turning a weak apology ("I'm44.
sorry you feel that way") into a strong one ("I'm sorry for
what I said. It was wrong. I will do X to make it right.").
Team Values Mural: Collaboratively create a visual mural45.
or digital board of team values. Reference this mural when
conflicts arise to realign behavior with shared principles.
The "Two Chairs" Dialogue: Place two chairs facing each46.
other. Two people sit and speak directly, while a third
person acts as a facilitator to keep the conversation on
track.
Future Visioning: Close your eyes and imagine the team47.
working together harmoniously six months from now. What
does it look like? Describe it and identify steps to get there.
Gratitude Circle: After a resolved conflict, each person48.
shares one thing they are grateful for about the other
person. This helps rebuild trust and goodwill.
Conflict Promise: Write a personal or team "conflict49.
promise"—a statement of how you commit to handling
disagreements. Review and renew this promise quarterly.
The "Do-Over" Button: Acknowledge that mistakes will50.
happen. Designate a word or symbol (like a green card)
that signals "I wish I had handled that differently. Can we
do that part over?"

Turning Practice into a
Habit
Conflict  resolution  is  not  a  fixed  destination  but  a  continuous
journey  of  self-awareness


