
 

RESOURCES AND INFORMATION 
 
We hope you enjoyed the event – please find resources and information relating to the event below: 
 
 
Please follow this link to the video of the event. 
 
Please follow this link to Mary Potter’s powerpoint presentation. 
 
For personal reflection: 

• One new thing I have thought about… 

• Something I will take away to reflect on further… 

• Something I will use in my conversations with colleagues… 
 
Further reading: 

• Being an effective leader in conflict 

• Engage conflict well 

• Healthy decision-making 

 
……………………………………………………………………………………………………………………….………… 

 

Breakout room discussion 1 
• As you consider the difficult conversations you may need to have, what are your initial 

thoughts/feelings? 

• Reflecting on the input on underpinning principles and personal preparation/approach, what are some 
of the things which might help you to prepare well for these conversations? 

 
Feedback from the discussions: 
 

• The conversation about difficult conversations is also difficult. But difficult conversations are easier with those 
one knows.  

• Sometimes it is easier to have a conversation with someone you don’t know well. Relationships can be 
broken. 

• Example of three-way conversation on Zoom with one person well-known and another stranger. It was harder 
to relate to the one she didn’t know well, more sympathetic with known person. 

• Zoom vs physical presence. Feels like you leave people cold on Zoom. Though, perhaps it’s easier to deliver 
difficult information. 

• Breaking bad news – balancing bad information with Eph 4:1-6 attitude. 

https://www.youtube.com/watch?v=AUzjfLZR_ps
https://www.globalconnections.org.uk/sites/newgc.localhost/files/codes-and-standards/ihr_forum_handling_difficult_conversations_210520.pdf
https://www.globalconnections.org.uk/sites/newgc.localhost/files/codes-and-standards/being_a_leader_in_conflict.pdf
https://www.globalconnections.org.uk/sites/newgc.localhost/files/codes-and-standards/engage_conflict_well.pdf
https://www.globalconnections.org.uk/sites/newgc.localhost/files/codes-and-standards/healthy_decision-making.pdf


• Differentiating between opinion and truth. 

• Code of conduct tends to include “big” sins, not day to day interactions and relational issues. 

• Want the person you’re talking to, to feel heard, but what about when they are going around telling everyone 
their story? At some point, you need to say, “Okay, you’ve been heard, move on” 

• Do I hold others to a higher standard than I hold myself? 

• Being open and curious 

• Reflecting back with questions to make sure you are hearing correctly – very good! 

• Feelings of anxiety – uncertainty of how things will go – will we be able to find a mutually agreeable way 
forward. 

• Having confidence in where you are going within the conversation – have an idea of what you would like to 
achieve, but an awareness that this may need to be tentative so you can listen and engage properly. 

• Ensure you have enough preparation time ahead of the difficult conversations. 

• What happens when the difficult conversation arises out of the blue – preparation time is likely not possible 
but still needed. 

• Acknowledging that some people process quickly and want it resolved and some process more slowly and 
need more time. 

• There is an expectation in Christian organisations that everyone wants to resolve the issue – but this is not 
always the case.   

• Really helpful step is having the mental perspective of sitting on the same side of the table, with the difficult 
issue in front of both of you, rather than on opposite sides of the table with the issue between you. Possibly 
this should be considered in how you arrange physical seating as well? 

• Those that are unexpected or sprung on you are harder. 

• Sometimes one issue is what you think you are going to talk about but there are underlying things you weren’t 
aware of 

• When it feels like the right thing to do it feels easier 

• Thinking on your feet is hard. 

• It's also hard to put aside opinions when you also have a strong view. 

• It's not just the anticipation of the conversation, it can be the anticipation of the consequences that is hard. 

• Practising is a good idea. 

• Thinking through more body language/non-verbal cues. 

• Preparing the structure of the conversation as well as the content. 

• Ensuring you understand all the conversation that has gone before. 

• Ensuring information, you are delivering is clearly given. 

• Seek first to understand before seeking to be understood. 

• Know that the longer you do not address a problem, you become the problem and the blockage to your 
organisation moving forward. 

• Someone in the group shared that “conflict is an agreement that hasn’t been completed” - having this in mind 
help when someone just comes to you with a conflict you were not expecting.  

 
……………………………………………………………………………………………………………………………….. 

Breakout room discussion 2 
• Read through and choose the case study which feels most useful for your group. 

• Discuss the case study questions together. 

• Bring any emerging/unanswered questions back to the plenary session. 
 

Case Studies  
  
1.  Conversation about funding/budget reduction  
  
You are a senior team leader based in the UK, working with mission staff in different locations around the world. The 
Covid-19 pandemic has had a significant negative impact on your organisation’s income, not least because so much 
of your usual fundraising has not been able to take place and because many regular supporters have reduced or 
stopped their giving due to their personal financial struggles.  
Rosemary has been a mission team leader in Kenya for the past 5 years. The organisation’s loss of income means 
that her budget (along with others in different locations) is going to have to be reduced. At a time when needs are 
greater than ever, this means that she is going to have to reprioritise certain areas of work and stop some others - this 
is likely to include stopping work with at least one other local partner church/organisation.  
Rosemary is a deeply committed member of staff and has worked hard to build local relationships. You are aware that 
she is already very anxious about the possibility of a budget reduction and its implications. Now that you have the 
details and figures, you need to have a conversation with her about the way forward.  
  
  

• What are your initial thoughts and feelings as you look ahead to this conversation?  

• What do you imagine Rosemary’s thoughts and feelings might be?  



• How might you prepare and plan for this conversation?  

• What follow up actions might you need to consider? 
  
 
2.  Conversation about policy and procedural changes  
  
Your organisation has been updating its Health and Safety policy and procedures. At a recent staff training session via 
Zoom about the new procedures, which you were leading, Peter, a long-term team member in Chile, protested angrily 
about what he saw as the imposition of excessive UK rules in a setting where they were neither realistic or relevant, 
eventually stating, ‘Whoever came up with this nonsense has absolutely no idea what’s important when you’re actually 
working where I work – this is a waste of my time,’ and left the Zoom meeting.  
You completed the session with the remaining team members and feedback was generally positive, but you now need 
to follow up with Peter.   
 

• What are your initial thoughts and feelings as you look ahead to this conversation?  

• What do you imagine Peter’s thoughts and feelings might be?  

• How might you prepare and plan for this conversation?  

• What follow up actions might you need to consider? 
  
  
3.  Conversation about a change of role  
  
As your organisation emerges from the Covid-19 pandemic, reduction in income and a review of vision, priorities and 
strategy means that there will need to be significant re-structuring. This will mean some redundancies, although there 
will also be the opportunity to apply internally for a smaller number of new roles.  
All of the core staff team had the opportunity to contribute to the vision, priorities and strategy review. Following the 
review, difficult decisions have had to be taken by the leadership team about which posts will be made redundant. 
Noah has worked in the UK headquarters for 15 years and you know that he hoped and expected to continue in that 
role until his retirement in approximately 3 years’ time. His role will not be able to continue within the new structures 
and he is likely to be devastated by this. There is another role which he could apply for but you wonder what his 
enthusiasm for this will be and, in any case, you can offer no guarantees that he will be successful. As his line 
manager, you now need to have this conversation with him.  
  
  

• What are your thoughts and feelings as you look ahead to this conversation?  

• What do you think Noah’s thoughts and feelings might be? How might you prepare and plan for this 
conversation?  

• What follow up actions might you need to consider?  
 
Feedback from the discussions: 
 

• Want to be confident in knowing what the new structure and all the details. 

• Conflicting feelings of being stuck in the middle of someone who made the decision and the person who is 
affected by the decision.  
Is there wiggle room to negotiate? If you have no authority to negotiate, make that clear and direct him to 
upper management. 

• Be transparent and fair – can someone negotiate reduced hours/reduced pay? 
Want to be knowledgeable about what he had been doing so that proper appreciation can be expressed. 

• It’s important to hold on to the big picture and not get stuck in the difficult personal situation. 

• May want to arrange follow up with Noah’s church or someone outside the organization. As part of 
redundancy package, he should have opportunity to debrief. 

• Want to be prepared, but not ASSUME we know Noah will be disappointed. 

• Noah may not like the new structure, so may not even want to stay in the new structure. 

• Look for options with partner organizations. 

• “Coming alongside” may look different, depending on existing relationship and cultural background. Don’t 
press for hugs and very personal contact, if that’s not been the relationship to date. 

• Some people need a bit of combat to deal with conflict – how to navigate that well, especially if there’s a 
power imbalance. (In this case, Noah does not have power.) 

• Follow up HR work (finish this part first) with pastoral care, helping with CVs, etc. To help them through the 
process. 

• Balance the need for legal processes with relationships. 

• Position and Interest are key – keep them in your mind and clarify in meeting. 

• Follow up with actions and outcomes in writing and time for comment – where possible. 

• Be prepared to answer why me?  Did you fight for me? 
 



4.  Conversation about role responsibilities  
  
You have begun working closely with a new colleague, Eva, in mission support and training delivery. You seem to be 
getting on well and feel that you have the potential to become a good team. However, on two occasions in the past 
fortnight, Eva has turned up for a training session without the programme outline and notes, leaving you feeling that 
you were carrying the weight of the session and feeling embarrassed that the quality of the training was not as good 
as it could or should have been.  
When you tried to say something about this after the second session, Eva made some comments about micro-
planning being over-rated, about the benefits of flexibility and responding to the needs of the group as they arose. She 
didn’t really seem to think there had been any issue. In fact, she started to become irritated that you were even raising 
it at all. You feel very uncomfortable about this, as it’s not the way you work, and you think that there was some core 
content that would have been missed if Eva had been leading the session by herself. You know that further 
conversation is needed if you are going to be able to continue to work together.  
  

• What are your thoughts and feelings as you look ahead to this conversation?  

• What do you imagine Eva’s thoughts and feelings might be?  

• How might you prepare and plan for this conversation?  

• What follow up actions might you need to consider? 


