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Course Description

This course will provide you the opportunity to explore the interrelationship between personal and organizational conflict through both theoretical and practical perspectives.  

Many believe that conflict is a necessary part of personal and organizational life, critical to learning and growth.  Rather than a process to be avoided, conflict in this view may be a necessary element of a balanced, healthy, productive approach to everyday problems.  We will focus on conflict as a dynamic and interactive process, one made more complex by increasing numbers of participants and issues of diversity, identity and relationship.  

Required Reading List

In a direct reflection of our world, the literature for personal, social, and organizational conflict is enormous and growing day by day.  The references, while required, only skim the surface.  They are intended to look at conflict from a variety of social and organizational perspectives, and how only systemic change, grounded in critical thinking, dialogue, and negotiation, can provide for lasting personal and organizational resolution. 

Adizes, Ichak. (2004). Management/Mismanagement Styles: How to Identify a Style and What to Do About It. Adizes Institute Publishing. 

Fisher, R., & Shapiro, D. (2005). Beyond reason: using emotions as you negotiate. New York: Viking.  (Also available in audio, but I have no guarantees as to how the audio and the text compare.)

Furlong, G. T. (2005). The conflict resolution toolbox: models & maps for analyzing, diagnosing, and resolving conflict. Mississauga, Ont.: J. Wiley & Sons Canada.

Harvard Business Essentials, Guide to Negotiation (2003)  - available from Harvard Business School Press or Amazon.com 

Lencioni, P. (2005). Overcoming the five dysfunctions of a team: a field guide for leaders, managers, and facilitators. San Francisco: Jossey-Bass.

Strongly Suggested 

Kelly, A. (2003) Decision Making Using Game Theory: An Introduction for Managers. Cambridge University Press. 

Harvard business review on negotiation and conflict resolution. (2000). Boston: Harvard Business School Press.

Additional Readings
Adizes, Ichak. (2004). Leading the Leaders: how to Enrich Your Style of Management and Handle People Whose Style is Different from Yours. Adizes Institute Publishing.

Adizes, Ichak (1992). Mastering Change:  The Power of Mutual Trust and Respect in Personal Life, Family Life, Business & Society, Adizes Institute Publications.

Adizes, Ichak (1999), Managing Corporate Lifecycles, Prentice Hall Press.

Adizes, Ichak. (1979). How to Solve the Mismanagement Crisis: Diagnosis and Treatment of Management Problems. Dow-Jones-Irwin.

Bohm, D. and L. Nichol (1996). On dialogue. London; New York, Routledge.

Goleman, D (1995) Emotional Intelligence. NY: Bantam Books.

Gladwell, Malcom (2000). The Tipping Point: How Little Things Can Make A Big Difference. Little, Brown.

Kegan, R. (1994). In over our heads: The mental demands of modern life. Cambridge, Mass: Harvard University Press.

Leonard, Dorothy; & Straus, Susan (2000) Putting Your Company’s Whole Brain to Work, available through Harvard Business Online.

Leonard, Dorothy; & Swap, Walter  (1999).  When Sparks Fly:  Igniting Creativity in Groups. Harvard Business School Press.

Smith, K., & Berg, D. (1998). Paradoxes of Group Life: Understanding Conflict, Paralysis, and Movement in Group Dynamics (New Lexigton Press Organization Sciences Series). San Francisco: Jossey-Bass.   

Surowiecki, James (2004). The Wisdom of Crowds:  Why the Many are Smarter Than the Few and How Collective Wisdom Shapes Business, Economies, Societies and Nations. Random House.

Ury et al. (1993). Getting disputes resolved:  Designing systems to cut the costs of conflict.  Cambridge, MA:  Program on Negotiation.

Objectives

Building strong relationships to achieve organizational results requires the ability to successfully negotiate, mediate, and bargain with internal and external clients. This includes leveraging and integrating multiple perspectives from across functional boundaries as well as with external vendors, suppliers, and contractors in the complex value networks that comprise today’s modern enterprise.  In this course, we will have the opportunity to explore historical and contemporary approaches to various models of conflict, including Adizes; practice and develop appropriate skills in conflict resolution methods; and understand the methodology and processes of conflict resolution. 

As individuals, we must develop the skills in communication, listening and understanding that can be used in the conflict negotiation and resolution process.  In order to do so, we must understand the foundation and models of conflict. In this course, we will have the opportunity to explore models of conflict, as well as conflict and change theory.  We will also explore the following questions together:

· What, if any, are the predictable stages of conflict?

· What organizational and cultural components are involved in conflict resolution?

· Why does conflict threaten system integrity at different stages of organizational life cycles?

· What influence does conflict have on organizational learning?

· What influences does conflict have on personal and organizational change?

· Can successful negotiators accelerate the resolution of conflict through the change process?

Feedback and Collaboration Requirements

When required, participants will respond to the work of their colleagues either individually or collectively during the week following posting.  This is a course requirement, and will be assessed accordingly.  

I will offer helpful and critical feedback on your work.  However, you are responsible for completing assignments by the due date, and for active participation in the course discussion.  Late papers, regardless of reason, do not receive the same consideration (that is, feedback) as those submitted on time. 

To a great extent, the quality of your own participation in this seminar will guide the discussion of the course and help determine how much you learn.  We will assume that there is much we can learn from each other in a collaborative setting as well as from published literature.  You will consequently be evaluated on both the quality of your written assignments and on the timeliness and quality of your responses to the papers written by your peers. Adding to the content of the paper by citing additional data or material from the reading assignments and other reading materials will be a major consideration in the grading process. 

Additional Tips

I realize that we all are busy professionals who face business trips, illnesses, overload, and computer glitches – but be aware that the responses and learning of your peers depends upon your timely contributions. Please let us know as soon as possible – that is sooner rather than later – if you are unable to post an assignment, feedback or response.  Nothing is more deadening than silence in this medium.  Re-read The Norms of Working Online. 

A. E-mail me and your colleagues as soon as possible if a situation arises that will effect a due date or your peers, and post a message to the group. Switch dates with a colleague for a special assignment if needed. Remember to post substantive messages and feedback regularly; your colleagues will greatly appreciate it. You also lose at least 1/3 grade point for each announced or unannounced late posting, so PLEASE be sure to watch the due dates!

B. Papers are to be written in APA format (American Psychological Association Publishing Manual) and a “page” is assumed to be approximately 500 words in length using a legible, 12-point font.  The crib sheet at http://www.psychwww.com/ is a useful reference tool for graduate-level work and as you prepare for your master’s and doctoral research.  However, crib sheets may vary, and it is recommended that you acquire a copy of the APA Manual, Fifth Edition, for graduate work. 







C. I will post this syllabus and the assignments as major topic areas within the group forum. Please post your papers as the next level of response to the appropriate topic assignment. That way, responses to the papers become the third level (replies to the papers), and so on. Group work is best addressed in folders. 


D. Please review the descriptions of the assignments while you work on them and before you post your assignment. A common mistake is to become involved in a wonderfully intriguing idea - and not address the assignment requirements.

The Oasis Cafe


This is your space to relax – an informal and casual conversation area where discussion about group frustrations, successes, personal interests, and other informal conversation may be indulged in to your soul’s delight. 

Grades (see catalog)


Pass with Distinction. This person met and exceeded the requirements of the assignment in a timely manner, posted regularly with sensitivity, understanding, insight, constructive criticism, and caught the high points (“got it”). This person added something to the learning of the group, brought in additional references, and made me think. This grade requires one to go beyond reading and reciting to critical analytic thinking, synthesis, application, and abstract reasoning.  This grade is awarded to candidates whose work expresses unusual or unique creativity and individuality of thought when compared to the work of most individuals engaged in advanced graduate study. This individual regularly provides insightful feedback to peers, and assignments are well structured, well researched and on time. (A+)
High Pass. This grade is awarded to participants whose work is well above average compared to the work of others in the program and at a graduate level of scholarship, whose participation and feedback meet expectations, and who develop creative lines of thought. (A, B)

Pass. This person adequately meets the requirements of the assignment and posts assignments and responses on time with only a couple of exceptions. This grade is awarded to participants whose work is satisfactory when compared to the work of others in the program; student may exhibit occasional difficulties with timeliness of work, providing thought-provoking feedback to peers or development of creative lines of thought. (B-, C)

Fail. This person misses major points, shows insensitivity, and has a pattern of late postings. Consistent problems occur, including late or nonexistent postings, poor feedback to partners, a tendency to focus on problems rather than solutions, and lack of comprehension of course material. Assigned to students whose work does not meet the performance standards for the course. This includes quality of work, online participation requirements and attendance. Students with significant problems will be advised by faculty and administration at mid-term and may choose to withdraw and receive an “incomplete” and partial refund, instead of a failing grade. In either case, individuals may repeat the course one time. If they do not pass the second time, they may not advance in the degree program.
Weekly Assignments

The course requirements consist of a brief introduction, formal presentations, weekly reading, and feedback to written assignments.  While course assignments and expectations are explained as clearly as possible, please do not hesitate to ask for clarification if needed.

Week One

This is an informal week involving discussion of the syllabus, the structure of the group and introduction of the participants. Please write a brief introduction, including your particular interests in this course and the Adizes program.  In addition, please consider how you deal with conflict in your personal and professional life.   Take a look at the synthesis project in Week Eight, and all other assignments.  Let me know if you have any questions.

I will divide you into two teams. These teams will become your primary work groups throughout the course.  In each week, you should review relevant material from the Adizes books in addition to specified readings in the other texts. 

Readings for next week: Furlong, G. T. (2005). The conflict resolution toolbox: models & maps for analyzing, diagnosing, and resolving conflict. Mississauga, Ont.: J. Wiley & Sons Canada. 288 pp
Week Two 

Team One should write a reflective essay (approximately 1500-2000 words) on required readings for this week.

Week Three

Provide feedback to at least two other colleagues on their critique of assigned readings, at least 400-500 words each in length.  Your comments should be both supportive and substantive, drawing from the book as well as your personal and professional experience. 

Readings for next week: Fisher, R., & Shapiro, D. (2005). Beyond reason: using emotions as you negotiate. New York: Viking.  256 pp
Week Four

Team Two is to lead a discussion on the assigned readings, writing a collective essay of approximately 2,000-2,500 words in length.  

Week Five

Each individual from Team One should write a feedback response to Team Two.  This response should be approximately 750-1,000 words in length, contain references and substantive comments/critique, and draw from both your personal and professional experience whenever possible.

Readings for next week: Lencioni, P. (2005). Overcoming the five dysfunctions of a team : a field guide for leaders, managers, and facilitators. San Francisco: Jossey-Bass.   188 pp.
Week Six

All students should write a brief reflective essay of approximately 1000-1200 words on the assigned readings for this week. 

Week Seven

All students should write a feedback/commentary of approximately 750-1,000 words on at least two other essays.  Please make sure everyone in the course receives feedback from at least two others in the class.  Feedback should be a substantive critique and include references from the reading material, drawing from your personal and professional experience when possible.

Week Eight

Synthesis Project: Each participant is to write a reflective essay of approximately 1,500 words on the key elements of what you have learned in the course, and how you intend to apply this learning in practice. This paper should be appropriately referenced, draw from course resources, external sources, and from your personal and professional experience. This paper is a draft which will be submitted as your final paper in Week Ten.  If possible, draw from a real-life conflict and explore how you will approach this conflict differently based on what you have learned.  If the conflict is significantly complex, write this paper as a proposal for action that will be submitted to your organization for action.

 

This assignment should draw substantively from Adizes methodology, examining, for example, the relationship between conflict and organization lifecycles, the PAEI conceptual framework and how that is integrated, etc. in a manner that critiques and/or builds upon the Adizes Methodology. 
Readings: Adizes, Ichak. (2004). Management/Mismanagement Styles: How to Identify a Style and What to Do About It. Adizes Institute Publishing.
Week Nine

Each participant is to provide feedback to at least two other group members, approximately 500-700 words each.  Be specific as to how your colleagues’ papers can be strengthened for final submission in Week Ten.

Week Ten

Submit final Synthesis Papers.

Week Eleven

Provide feedback on the course using the Course Evaluation provided by faculty.  Forward this directly by e-mail to Stephanie@Adizes.com.  Grades will not be released without this last assignment.  
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