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* Introduction

» Conflict is a likely guest whenever human beings set up forms of
organization. It would be difficult to conceive of an on-going
organization in which one form of conflict is absent.

» Aligning trade union strategies with conflict resolution skills for
union leaders is crucial for effective negotiations, maintaining
member solidarity, and achieving positive outcomes in labor
disputes.

* The word conflict comes from the Latin word “Fligere” meaning
literarily to strike together.

 When two or more people pursue mutually exclusive goals, or
whenever one person’s needs strikes or collide with another’s
conflict result.

* A struggle over values and claims to scarce status, power and
resources in which the aims of the opponents are to neutralize,
injure or eliminate their rivals.






Here are some questions that can help us explore this alignment:

1. Understanding Union Strategies

What key factors do you consider when developing long-term strategies for the union?

2. Conflict Resolution Skills in Practice

How do you utilize conflict resolution skills in your role as a union leader during negotiations
with management?

What approaches do you take to resolve internal conflicts within the union membership?

3. Balancing Strategies and Conflict Resolution

How do you balance the need for strong, assertive negotiation strategies with the necessity of
maintaining constructive dialogue with employers?

How do you handle situations where the union's strategy may lead to heightened tensions with
management?

4. Impact on Union Outcomes

How do you measure the success of integrating conflict resolution skills into your union’s
strategies?

What impact do you believe effective conflict resolution has on the overall success of union
negotiations?



How do you ensure that the strategies employed by your trade union are
aligned with the expectations and needs of the members?

* To ensure that the strategies employed by a trade union are aligned with
the expectations and needs of the members, several steps can be taken:

e 1. Active Member Engagement

* Regular Surveys and Feedback: Conduct regular surveys, polls, or focus
groups to gather input from members about their concerns, priorities, and
expectations. This data can guide strategy formulation.

* Open Forums and Meetings: Host open forums, town hall meetings, or
small group discussions where members can voice their opinions directly to
union leaders.

 Effective Communication Channels: Maintain clear and accessible
communication channels, such as newsletters, emails, or social media
platforms, to keep members informed and allow for two-way
communication.



2. Representative Leadership

* Diverse Leadership Team: Ensure that the union leadership team
represents the diversity of the membership, including different job
roles, seniority levels, and demographics, to better understand and
advocate for various member needs.

* Regular Leadership-Member Interaction: Encourage union leaders to
spend time with members in their workplaces or attend different
shifts to gain firsthand insights into their concerns and needs.

* 3. Responsive Strategy Development

* Flexibility and Adaptability: Develop strategies that are flexible
enough to be adjusted based on evolving member needs or
unexpected challenges.



* Member-Informed Negotiation Priorities: Base negotiation priorities
on the feedback and concerns expressed by members, ensuring that
the most pressing issues are at the forefront of discussions with
management.

* 4. Transparency and Accountability

* Transparent Decision-Making: Clearly communicate how decisions
are made and how member input has influenced the union's
strategies. This builds trust and ensures members feel their voices are
being heard.

* Accountability Mechanisms: Implement accountability measures,
such as regular reporting to members on the progress of negotiations
and strategy outcomes, to demonstrate that the union's actions align
with members' expectations.



* 5. Continuous Feedback Loop

* Post-Strategy Evaluation: After implementing strategies or concluding
negotiations, gather feedback from members to assess their
satisfaction and identify areas for improvement.

* Ongoing Dialogue: Keep an ongoing dialogue with members, not just
during negotiation periods but throughout the year, to ensure that
the union remains in tune with their evolving needs.

* By actively engaging members, fostering a representative leadership
team, developing responsive strategies, maintaining transparency,
and establishing a continuous feedback loop, union leaders can better
ensure that their strategies align with the expectations and needs of
their members.



What key factors do you consider when developing long-term
strategies for the union?

* When developing long-term strategies for a union, several key factors
must be considered to ensure the strategy is effective, sustainable,
and aligned with the union's goals and members' needs. Here are
some of the crucial factors:

* 1. Member Needs and Expectations

* Demographic and Workplace Trends: Understand the evolving
demographics of the membership and the changing nature of work in
their industries. This includes shifts in age, gender, job roles, and the
impact of technological advancements.

* Regular Feedback and Consultation: Continuously gather input from
members to identify their most pressing concerns and ensure the
strategy addresses their long-term expectations.



e 2. Economic and Industry Conditions

 Economic Forecasts: Consider economic trends, such as inflation rates,
unemployment levels, and industry-specific growth or decline, which may
impact job security, wages, and working conditions.

* Industry-Specific Challenges: Assess challenges specific to the industry,
such as regulatory changes, technological disruption, and competition, to
anticipate future needs and advocate effectively.

3. Labor Market Dynamics

e Labor Supply and Demand: Analyze labor market dynamics, including the
availability of skilled workers, demand for labor, and potential shifts in
employment patterns, which can influence bargaining power and strategic
priorities.

* Union Density and Membership Trends: Consider trends in union
membership, both within the union and the broader labor movement, to
address recruitment, retention, and solidarity-building efforts.



* 4. Legal and Regulatory Environment

 Legislative Changes: Monitor current and potential changes in labor
laws, regulations, and employment standards that could affect union
activities, workers' rights, and collective bargaining.

* Compliance and Advocacy: Ensure that strategies comply with legal
requirements while also advocating for favorable legislative changes
that benefit members.

* 5. Internal Union Capacity

* Leadership and Expertise: Evaluate the leadership team's capabilities
and expertise, as well as the union’s organizational structure, to
ensure they are equipped to execute long-term strategies effectively.



How do you utilize conflict resolution skills in your role as a union
leader during negotiations with management?

Utilizing conflict resolution skills during negotiations with management is critical for a
union leader to achieve successful outcomes while maintaining a constructive
relationship with the employer. Here’s how these skills can be applied:

1. Active Listening

Understanding Management’s Perspective: Actively listen to management’s concerns,
riorities, and constraints. This helps in understanding their position, which is essential
or finding common ground.

Clarifying and Parap_hrasing: Reo\ohrase or summarize what management says to ensure
accurate understanding and to demonstrate that their views are being heard. This builds
trust and opens the door for more open communication.

2. Effective Communication

Clear and Concise Expression: Clearly articulate the union’s position, demands, and
rationale in a way that is easily understood and free from ambiguity.

Non-Confrontational Language: Use language that is assertive but not aggressive,
focusing on issues rather than personalities. This reduces the likelihood of escalating

tensions.



* 3. Empathy and Emotional Intelligence

* Understanding Emotions: Recognize and address the emotions of both
your team and the management. Acknowledging feelings such as
frustration or concern can prevent them from derailing negotiations.

* Building Rapport: Establish a rapport with the management team by
showing empathy and understanding. This can lead to a more cooperative
atmosphere and willingness to compromise.

* 4. Problem-Solving Approach

* Identifying Common Interests: Focus on shared goals, such as improving
workplace conditions or ensuring the company’s long-term success, to find
mutually beneficial solutions.

* Generating Options: Work collaboratively with management to brainstorm
multiple options for resolving disputes, rather than getting stuck on a single
position. This opens up the possibility for creative solutions that satisfy
both parties.



* 5. Negotiation Tactics

* Preparation and Planning: Before entering negotiations, thoroughly
prepare by understanding both the union’s and management’s key
Interests, strengths, and weaknesses. This preparation helps in anticipating
management’s moves and crafting effective counterarguments.

 BATNA (Best Alternative to a Negotiated Agreement): Understand your
Best Alternative to a Negotiated Agreement and communicate it subtly to
management. This can strengthen your position if the negotiations reach
an impasse.

* 6. Mediation and Facilitation

* Neutral Facilitation: If negotiations become particularly contentious, use
mediation techniques or suggest involving a neutral third party to facilitate
discussions and help resolve deadlock.

* De-escalating Tensions: When emotions run high, use calming techniques
and suggest taking breaks to allow all parties to cool down and return with
a fresh perspective.



e 7. Patience and Persistence

 Staying Patient: Recognize that negotiations can be a lengthy process.
Exercise patience and avoid rushing decisions, as this can lead to
suboptimal outcomes.

* Persistence: Remain persistent in advocating for the union’s key
interests, while being flexible enough to adjust strategies as
negotiations evolve.

* 8. Compromise and Flexibility

* Willingness to Compromise: Be prepared to make concessions on less
critical issues in exchange for gains on more important ones. This can
help move negotiations forward and achieve a balanced outcome.

* Flexible Negotiation Stance: Adapt your negotiation approach as new
information or dynamics emerge, rather than sticking rigidly to a
predetermined plan.



* 9. Conflict De-escalation
* Addressing Conflict Early: If conflicts arise, address them early before they

escalate. Use conflict de-escalation techniques such as reframing the
discussion or redirecting focus to common goals.

Preventing Retaliation: Ensure that the negotiation process remains
professional and constructive, avoiding actions or language that could be
perceived as retaliatory or disrespectful.

10. Post-Negotiation Reflection

Reviewing Outcomes: After negotiations conclude, reflect on what conflict
resolution techniques worked well and where improvements could be
made for future negotiations.

e Continuous Learning: Engage in continuous learning and training in conflict

resolution to enhance your skills for future negotiations.

By employing these conflict resolution skills, a union leader can navigate
negotiations more effectively, fostering a cooperative environment that is
more likely to result in favorable outcomes for both the union and
management.



What approaches do you take to resolve internal conflicts within the

union membership?

* Resolving internal conflicts within a union membership is crucial for
maintaining unity, trust, and effective advocacy. Here are several
approaches that can be taken to address and resolve such conflicts:

* 1. Open Communication Channels

* Encouraging Open Dialogue: Create and promote channels for open
communication where members can voice their concerns, grievances,
and differing opinions. This could be through regular meetings,
forums, or digital platforms.

* Active Listening: Listen carefully to all sides of the conflict without
interrupting or making assumptions. This helps in understanding the
root causes of the conflict and demonstrates respect for all parties
involved.



e 2. Neutral Mediation

* Appointing a Neutral Mediator: If the conflict involves significant
disagreements, bring in a neutral mediator, either from within the union
leadership or an external party, who can facilitate discussions and help find
common ground.

* Mediation Process: Guide the conflicting parties through a structured
mediation process where they can express their views, listen to each other,
and collaboratively explore solutions

* 3. Clarifying Roles and Responsibilities

* Clear Definitions: Ensure that all members understand their roles,
responsibilities, and the union's decision-making processes. o
Misundelrstandings about roles can often lead to conflicts, so clarity is
essential.

* Role Accountability: Hold members accountable to their defined roles and
responsibilities, and address any overstepping or neglect that may cause
friction within the group.



* 4. Building Consensus

* Inclusive Decision-Making: Involve all relevant parties in the decision-
making process to build consensus on contentious issues. When members
feel their voices are heard and considered, they are more likely to support
the final decision.

* Facilitating Compromise: Encourage compromises where possible,
ensuring that no single group feels entirely marginalized or ignored in the
resolution process.

* 5. Fostering a Culture of Respect

* Promoting Respectful Interactions: Encourage a culture where respectful
interactions are the norm, even when members disagree. This includes
training on conflict resolution, communication, and teamwork.

» Zero Tolerance for Disrespect: Implement and enforce policies that address
disrespectful behavior, harassment, or discrimination within the union.



6. Addressing Issues Early

Proactive Conflict Resolution: Address potential conflicts as soon as they arise, rather
than allowing them to fester. Early intervention can prevent conflicts from escalating into
larger disputes.

Regular Check-ins: Conduct regular check-ins with members, especially after significant
decisions or events, to gauge any brewing discontent and address it promptly.

7. Education and Training

Conflict Resolution Training: Provide training for members on conflict resolution
techniques, effective communication, and negotiation skills. This empowers them to
resolve conflicts on their own before they escalate.

Leadership Development: Offer IeadershiP development programs that focus on
managing diversity, handling dissent, and fostering collaboration within the union.

8. Creating a Fair Grievance Process

Structured Grievance Procedures: Establish a transparent and fair grievance process
where members can formally raise their issues. Ensure that this process is well-
communicated and easily accessible.

Impartial Investigation: If a grievance is filed, conduct an impartial investigation to
gather all relevant facts and perspectives before making a decision.



9. Promoting Unity and Solidarity

Fostering Unity: Regularly emphasize the shared goals and values that unite the
membership, which can help mitigate internal divisions. Activities such as team-
building exercises, social events, and shared projects can strengthen bonds.

Addressing Divisive Issues: Identify and address divisive issues that may
undermine unity, such as favoritism, inequities, or lack of transparency in
decision-making.

10. Follow-Up and Monitoring
Regular Follow-Ups: After resolving a conflict, follow up with the involved parties

to ensure that the resolution is being implemented effectively and that no new
issues have arisen.

Continuous Improvement: Use feedback from conflict resolution processes to
continuously improve the union’s approach to handling internal disputes.

By taking these approaches, union leaders can effectively manage and resolve
internal conflicts, fostering a more cohesive, collaborative, and empowered
membership



How do you balance the need for strong, assertive negotiation strategies

with the necessity of maintaining constructive dialogue with employers?

* Balancing strong, assertive negotiation strategies with maintaining
constructive dialogue with employers is a critical skill for union leaders.
This balance ensures that the union effectively advocates for its members
while also preserving a working relationship with management. Here’s how
this balance can be achieved:

* 1. Clear and Well-Defined Objectives

 Establishing Core Priorities: Clearly define the union’s non-negotiable
objectives and areas where flexibility is possible. This ensures that
assertiveness is focused on key issues, while leaving room for dialogue on
less critical matters.

 Communicating Intentions: Clearly communicate the union’s objectives
and the rationale behind them to management. When employers
understand the reasons for the union’s position, it’s easier to maintain a
constructive dialogue.



* 2. Active Listening and Understanding

e Listening to Employer Concerns: Actively listen to the concerns and
constraints of the employer. Understanding their position can help in
finding common ground and demonstrating that the union values a
cooperative relationship.

 Demonstrating Empathy: Show empathy towards the employer’s
challenges, which can help in building rapport and a willingness to engage
in meaningful dialogue. long-term success.

* 3. Strategic Flexibility

* Choosing When to Be Assertive: Use assertiveness strategically, applying
pressure on critical issues while being more flexible on less significant
points. This approach shows strength without being confrontational on
every issue.

* Adapting to Situations: Be willing to adjust strategies as negotiations
evolve, recognizing when to push harder and when to ease up to maintain
productive discussions.



* 4. Building Trust and Credibility

* Consistency and Transparency: Be consistent in the union’s demands and
transEarent about the negotiation process. Trust is built when both sides
feel that the negotiation is fair and that there are no hidden agendas.

* Following Through on Commitments: Ensure that the union follows
through on any agreements or compromises made during negotiations.
This builds credibility and trust with the employer, which can facilitate
future negotiations.

* 5. Respectful Communication

* Maintaining Professionalism: Engage in negotiations with respect and
professionalism, even when disagreements arise. This helps in keeping the
con}llersation focused on the issues rather than devolving into personal
conflicts.

* Using Positive Language: Frame demands and responses in a positive or
neutral tone, avoiding inflammatory language that could escalate tensions.
This helps maintain a constructive atmosphere.



* 6. Focusing on Interests, Not Positions

* Interest-Based Bargaining: Focus on the underlying interests of both
parties rather than rigid positions. This approach can lead to creative
solutions that satisfy both the union’s and employer’s needs.

* Collaborative Problem-Solving: Encourage collaborative problem-solving,
where both sides work together to find mutually beneficial solutions. This
reinforces the idea that the union and employer are partners in creating a
positive work environment.

* 7. Use of Mediation and Third-Party Facilitation

* Neutral Facilitation: If negotiations become particularly contentious,
suggest the involvement of a neutral mediator or facilitator. This can help
keep discussions on track and ensure that both sides feel heard.

 Alternative Dispute Resolution: Explore alternative dispute resolution
mechanisms, such as arbitration, to resolve particularly difficult issues
without damaging the overall relationship.



8. Setting the Tone Early

* Establishing Ground Rules: At the start of negotiations, agree on ground
rules that emphasize respect, openness, and a commitment to constructive
dialogue. Setting the tone early helps in maintaining a positive dynamic
throughout the process.

* Initial Wins: Aim for early agreements on smaller issues to build
momentum and create a positive atmosphere before tackling more
contentious topics.

9, Balancing Assertiveness with Diplomacy

* Assertive Yet Diplomatic Stance: Assert the union’s demands firmly but
with diplomatic language that acknowledges the employer’s perspective.
This approach can prevent the employer from feeling cornered or attacked.

* Buffering Criticism: When criticizing management practices, offer
constructive suggestions for improvement rather than just pointing out
flaws. This keeps the conversation solution-oriented.



* 10. Reflecting and Learning

* Post-Negotiation Reflection: After negotiations, reflect on what
strategies worked well and where the balance between assertiveness
and dialogue could be improved. Use these insights to refine future
negotiation approaches.

* Continuous Improvement: Engage in continuous learning and
development in negotiation and conflict resolution skills to enhance
the ability to balance assertiveness with constructive dialogue.

* By applying these approaches, union leaders can effectively advocate
for their members' needs while maintaining a constructive and
collaborative relationship with employers, which is essential for



How do you handle situations where the union's strategy may lead to

heightened tensions with management?

* Handling situations where a union's strategy may lead to heightened
tensions with management requires careful navigation to protect
members' interests while preventing conflict from spiraling out of
control. Here’s how you can manage such situations:

e 1. Proactive Communication

* Transparent Communication: Clearly communicate the union’s
strategy, goals, and rationale to management before tensions
escalate. Transparency can prevent misunderstandings and show that
the union is open to dialogue.

* Preemptive Discussions: Engage in discussions with management
early in the process to address potential concerns and explore
possible compromises before tensions reach a boiling point.



e 2. Assessing the Risks

* Risk Evaluation: Assess the potential risks and consequences of the
strategy, including how it might impact the relationship with management,
the workplace environment, and the union’s long-term goals.

» Contingency Planning: Develop contingency plans for various scenarios,
including potential backlash from management. Having a plan in place can
help the union respond effectively if tensions escalate.

* 3. Focusing on De-Escalation

e Calm and Professional Tone: Maintain a calm, professional tone in all
communications, even when discussing contentious issues. This helps to
de-escalate situations and keeps the focus on problem-solving.

 Temporary Pauses: If tensions are rising, suggest taking a temporary pause
in negotiations to allow both sides to regroup and cool down. This can
prevent discussions from becoming overly heated.



4. Building Alliances and Solidarity

Internal Unity: Ensure that the union membership is united and
understands the reasons behind the strategy. A unified front strengthens
the union’s position and helps manage internal tensions.

External Alliances: Build alliances with other unions, community groups, or
stakeholders who can support the union’s position and help apply pressure
on management in a constructive manner.

5. Maintaining Focus on Core Issues

Prioritizing Key Issues: Focus on the most critical issues that matter most
to the members, rather than spreading resources and energy across too
many fronts. This helps in maintaining a clear, strong position without
unnecessary escalation.

Avoiding Personalization: Keep the focus on the issues rather than
allowing the situation to become personal. Avoiding personal attacks or
inflammatory language can help keep discussions focused and professional.



* 6. Strategic Flexibility

* Adjusting Tactics: Be willing to adjust tactics if it becomes clear that the
current strategy is leading to unproductive conflict. Flexibility can prevent
situations from deteriorating further and open the door for renewed
dialogue.

* Seeking Common Ground: Identify areas where there is potential for
agreement or mutual benefit. Highlighting these areas can help reduce
tensions and foster a more collaborative atmosphere.

* 7. Leveraging Conflict Resolution Techniques

* Mediation and Facilitation: Consider bringing in a neutral mediator to help
facilitate discussions if tensions have reached a point where direct
communication is no longer effective.

* Conflict Resolution Training: Utilize conflict resolution techniques, such as
active listening, reframing, and problem-solving, to navigate tense
discussions and find a path forward.



8. Engaging in Constructive Dialogue

* Structured Dialogue: Propose a structured dialogue with management,
where both sides agree to discuss issues in a controlled environment.
Setting ground rules for these discussions can help manage emotions and
focus on solutions.

* Exploring Win-Win Solutions: Encourage a problem-solving approach
where both the union and management explore options that can lead to
mutually beneficial outcomes, reducing the incentive for prolonged
conflict.

* 9. Mitigating Potential Backlash

* Managing Member Expectations: Keep union members informed about
the potential risks and challenges of the strategy, managing their
expectations and preparing them for possible outcomes.

* Protecting Members’ Interests: Ensure that any actions taken, such as
strikes or protests, are well-planned and have measures in place to protect
members from potential retaliation or negative consequences.



* 10. Reflecting and Learning

* Post-Conflict Reflection: After tensions have been resolved, take time
to reflect on what triggered the escalation and what could have been
done differently. Use these lessons to refine future strategies.

* Continuous Improvement: Engage in ongoing learning and
development in areas such as negotiation, conflict management, and
leadership to better handle similar situations in the future.

* By applying these approaches, union leaders can effectively manage
situations where strategies lead to heightened tensions with
management, ensuring that the union’s objectives are pursued
without damaging the working relationship or causing unnecessary
conflict.



How do you measure the success of integrating conflict resolution skills into your
union’s strategies?

* Measuring the success of integrating conflict resolution skills into a union’s strategies involves
both qualitative and quantitative assessments. These evaluations can provide insights into how
effectively conflict resolution contributes to achieving the union's goals, maintaining member
satisfaction, and fostering productive relationships with management. Here’s how you can
measure this success:

* 1. Achievement of Negotiation Outcomes

* Meeting Objectives: Evaluate whether the union successfully achieved its key objectives in
negotiations. This includes securing favorable terms, benefits, or conditions for members while
avoiding unnecessary conflict.

* Quality of Compromises: Assess the quality of compromises reached, particularly whether the
outcomes reflect a balance between union demands and management’s concessions, indicating
effective conflict resolution.



* 2. Reduction in the Number of Disputes

* Frequency of Conflicts: Track the number and frequency of conflicts or
disputes that arise between the union and management over time. A
decrease in the number of disputes can indicate successful integration of
conflict resolution skills.

* Resolution Time: Measure the time it takes to resolve conflicts. Faster
resolution times suggest that conflict resolution skills are effectively
preventing prolonged disputes.

* 3. Member Satisfaction and Engagement

* Member Surveys: Conduct surveys or polls among union members to
Fau e their satisfaction with how conflicts are handled. High satisfaction
eveds can indicate that conflict resolution strategies are meeting members’
needs.

* Feedback on Leadership: Collect feedback specifically on how members
erceive the union leadership’s conflict resolution abllities. Positive
eedback indicates trust and confidence in the union’s strategies.



* 4. Strength of Union-Management Relationships

 Management Feedback: Obtain feedback from management on the quality
of interactions with the union. Positive or constructive feedback suggests
that conflict resolution skills are helping maintain a professional and
cooperative relationship.

* Collaborative Initiatives: Monitor the frequency and success of joint
initiatives or collaborations between the union and management. An
increase in collaborative efforts indicates a strong, trust-based relationship.

* 5. Long-Term Outcomes and Stability

* Sustainability of Agreements: Evaluate the long-term stability of
agreements reached through negotiations. Agreements that are upheld
W|th|out frequent renegotiations or disputes suggest effective conflict
resolution.

* Union Cohesion and Unity: Assess the level of cohesion and unity within
the union, particularly after mafjor negotiations or conflicts. High levels of
internal unity indicate that conflict resolution is strengthening the
organization.



* 6. Training and Skill Development

* Participation in Training: Track participation rates in conflict resolution
training programs offered to union leaders and members. High
participation rates can indicate strong interest and commitment to
developing these skills.

* Application of Skills: Observe and evaluate how often and how effectively
conflict resolution skills are applied in real-world situations. Success stories
and case studies can provide qualitative evidence of skill integration.

7. Resolution Efficiency and Effectiveness

. Efficiencp Metrics: Measure the efficiency of conflict resolution processes,
such as the number of meetings or interventions needed to resolve a
dispute. Greater efficiency often points to successful skill application.

* Effectiveness of Solutions: Evaluate the effectiveness of solutions derived
from conflict resolution efforts, including their impact on member
satlffactlon, workplace conditions, and the overall success of the union’s
goals.



e 8. Conflict Resolution Culture

* Cultural Shifts: Monitor shifts in the union’s culture towards a more
collaborative and solution-oriented approach. This can be observed
through changes in communication styles, decision-making processes, and
overall attitude towards conflicts.

* Peer-to-Peer Conflict Management: Assess the extent to which union
members are resolving conflicts among themselves without needing
leadership intervention. This indicates a strong conflict resolution culture.

* 9. Impact on Union Strength and Influence

* Membership Growth and Retention: Analyze membership growth and
retention rates. A union perceived as effective in conflict resolution may
attract and retain more members, thereby strengthening the organization.

* Influence in Broader Negotiations: Measure the union’s influence in
broader industry negotiations or in multi-union collaborations. Success in
conflict resolution can enhance the union’s reputation and bargaining
power.



* 10. Continuous Improvement and Feedback Loops

* Regular Reviews: Conduct regular reviews of conflict resolution
practices, incorporating feedback from both union members and
management to identify areas for improvement.

* Adaptation of Strategies: Assess how well the union adapts its
strategies based on lessons learned from past conflicts. Continuous
improvement indicates successful integration of conflict resolution
skills into long-term strategies.

* By using these metrics and approaches, union leaders can effectively
measure the success of integrating conflict resolution skills into their
strategies, ensuring that these skills contribute positively to the
union’s overall objectives and relationships.



Other relevant materials are available on
https://www.positivepsychology.org.ng/



41



