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A message from Founder and Principal Attorney, Genesis Fisher: 

 

People ask me: “Why bother with conflict 

resolution in the workplace? Unhappy 

employees leave and bad ones get fired. 

Why would someone spend time on this?” 

Because people like Rene are suffering.  

  

One hour every weekday.  

Five hours a week. 

Roughly 250 hours each year. 

That's how much time Rene loses with her 

children because of her toxic workplace. 

 

Rene leaves home at 6:00 a.m., when it's still dark and her two children are sleeping. She gets to 

work hours before others on her team so that she can work in peace. Come 9:00 a.m. when the 

office starts to bustle, stress also creeps in. Rene is one of a handful of women at her the 

engineering firm. She endures comments about about her body, constant interruptions during 

her presentations, being told to "chill out" when she objects to sexist jokes, and watching men 

with less experience skip over her and get the choice offices. Rene puts up with this sexist 

environment because she uses every spare moment to learn and grow professionally. Despite her 

positive disposition, it wears on her. 

 

This brings us to the 250 hours a year. 

 

When Rene gets home from work around 6:00 p.m., she's in a tough headspace. Angry, 

frustrated, and emotionally drained, she's an exhausted shell of herself. She must spend an hour 

alone in her room, to recover and be her best self. Time to take off the armor and get rid of the 

negative energy. At 7:00 p.m., she emerges with just over an hour to spend with her 

three-year-old before bedtime. Her teenager, now from babysitting, can do her homework. 

 

Sadly, Rene's story is common. Many people wade through caustic work environments and 

spend their free time recovering and missing out what's most important to them. But what 

would it look like if they didn't have to decide between recovering from work and family time? 

What would it look like if Rene worked in a respectful environment and came home energized? 

She'd get that 250 hours back. 

 

I started Fisher Law Practice to help people like Rene. People like you. We provide the space and 

support to help folks process their workplace experience and figure out a way to move forward. 

We're hired by individuals, organizations, and businesses with one thing in common: a desire 

for a respectful, communicative workplace that allows employees to excel. I hope this toolkit 

helps employees better manage conflict and have more quality time with family and friends. 

Copyright Fisher Law Practice, 2019. All Rights Reserved.                             2 
 

http://www.fisherlawpractice.nyc/
http://www.fisherlawpractice.nyc/


 

 

Understand + Manage Workplace Conflict, An Employee Toolkit.                    Learn more at www.fisherlawpractice.nyc 

Understand and Manage Work Disputes  

 

Most people work hard and want to contribute 

to the company or organization's success. 

Human Resources takes great care to hire 

friendly, competent people, so many 

workplaces don’t provide training on 

workplace communication or a structured 

process to address problems or complaints. 

 

Despite good intentions, sometimes there are 

incidents in the office. With no structured 

support, people felt angry and isolated. Their 

work suffers, their team suffers. Eventually they make formal complaints, resign, or are fired. 

The fallout can be a toxic atmosphere, lawsuits, and a loss of a significant amount of time and 

resources.  

 

Office disputes arise from time to time, we want to provide you with the tools to understand and 

manage them.  

 

1. Learn From the Past to Plan the Future 

 

Let’s start with a common example: Communication between you and a co-worker has recently 

deteriorated. It started as a difference of opinion about how to proceed on a project. Then it 

became personal. Now you want to know how to address the problem and move past it.  

 

Put the Conversations Back in Context. 

● What are the expectations for you with this project? What about them? What would 

happen for you if this project didn’t work out well? What about them? 

● When you interact with the other person, what are the goals of those conversations? 

What needs to be communicated? What decisions need to be made? Reported to whom?  

 

Learn Valuable Lessons From History. 

● Have you witnessed this person in an argument before? What happened? What can you 

learn from that experience?  

● How have you dealt with tension with this person before? What was the result?  

● What is your normal “go-t0” response for situations like this one. Is that response 

appropriate here? 

 

Understanding context and history helps you stay grounded in the discussion.  

Make a plan focused on the information and decisions needed to do your work. 
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2. Ace That Difficult Conversation!  

 

From confronting a colleague to providing tough feedback, most people will have a difficult 

conversation at work. Have a seat and think through these points. With preparation, you'll lower 

your stress and find success! 

 

Step 1. Think Through What You Want to Say and 

Accomplish. 

What do you want to talk about? Is there more than one topic? 

Would it be helpful if you had support (like reports, statistics, or 

reviews)? What are your goals for conversation? Anticipate 

questions and craft responses that provide answers and stay on 

message. 

 

Step 2. Prepare Yourself Emotionally for the Conversation. 

Do you have a tense history with this person? Are there triggering topics? What's the best that 

could happen? What's the worst that could happen? How will this conversation impact your 

relationship? Will it have an impact on other people in the office? 

 

Step 3. How Does This Person Best Receive Information? 

 

● Tone: You've worked with them for months, maybe even years. You've worked on 

projects together and sat next to them in meetings. Traditionally, what tone gets the best 

results? Formal? Friendly? Do they need a compliment sandwich or do they prefer to get 

straight to the point? Would it ease the tension if you joked around? Or would it have the 

opposite effect? 

 

● Timing: What time of day is she at her best? The least stressed and most open to 

conversation. First thing in the morning? During a mid-afternoon break? Have the chat 

when she has the energy to be receptive. 

 

● Location: What kind of conversation is this? Professional? 

Personal? If it's professional, what environment would be the 

most comfortable? Your office? His office? The conference 

room? The bench outside? If it's personal, would he be more 

receptive if you went out for coffee or a drink after work? 

 

● Messenger: Are you the best person to have the conversation? If this isn't a personal 

issue, would she/he/they be more receptive if a friend or colleague broached the topic? 
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3. Deal with Tough Emails Like a Pro! 

 

 

 

When you receive an angry or hurtful email from a co-worker, don't fire off a response right 

away. Slow down and give yourself time to reflect on WHY it was upsetting. You need to have an 

idea of WHY so that you better identify which results will help. Once you've thought through the 

WHY, you can move on to how you want to frame the discussion moving forward. 

 

If you get an upsetting email, try these steps: 

 

1. Decide whether you actually need to respond. If you do, take a quick break. 

Get up from your desk, go get some tea or hot cocoa. 

2. When you get back, write a response and save it as a draft. 

3. An hour later, re-read the draft and edit to move the discussion in the direction you 

want. 

4. Send the response and give yourself a break from email for a few minutes. This is a 

good time to make those phone calls you've been putting off. 
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4. How To “Win” A Disagreement. 

 

Some people joke that arguments would be shorter if the other person would just admit they're 

wrong. I mean, clearly we're not the problem here; the other person is. And no matter how 

complicated and nuanced the topic is, deep down, we might think: 

 

● They’re just stubborn. (And we need to work harder to convince them.) 

 

● They’re naïve. (And we need to convey our wisdom.) 

 

● They’re so controlling. (And we need to call them out on it.) 

 

● They’re totally irrational. (And we need to educate them with facts.) 

 

These dynamics sound familiar, right? Each time we fall back on these tropes, we create a 

groove. Over years and years, these grooves can become easy (and counter-productive) defaults.  

 

 

So how do we break the cycle?  

How do we save ourselves from ourselves? 

 

 

Be curious.  

Instead of asking ourselves “How can they 

think that?” ask, “Hmmm, I wonder what 

kind of information they have that I don’t?” 

Instead of asking, “Why are they being so 

irrational about this?” ask, “How are they 

seeing the world such that their view makes 

complete sense?” You may even ask “What 

am I missing here?” 

 

 

So how can you talk your way out of an 

argument? Ask questions.  

Genuine curiosity unlocks essential 

information and adds a new dimension to the 

conversation. 
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5. Physical Isolation at Work. 

Let’s be clear. We're not talking about privacy, where you enjoy the quiet or need the separation 

to focus. Physical isolation happens when you would prefer to be around others-to be more 

included-but aren't. 

Physical isolation can take many forms: 

● an end office with little foot traffic, where your default method of communication is the 

oft misunderstood email; 

● a cubicle far from your team, such that you're missing key, impromptu discussions; 

● working a different shift or different hours than your cohort; and 

● working remotely. 

In  these scenarios, some might feel mild loneliness. Other ruminate about  the tone of an email 

or being left out of a bonding event. It sucks.  Isolation can magnify existing feelings of 

resentment, frustration, and  fear of missing out. At its worst, it erodes trust. 

Whether  you feel included or isolated informs how you 

frame and interpret  communications. When you don't sit 

near and hardly see your colleagues,  what latitude do you 

give them? How guarded do you feel? A co-worker's 

offhanded remark might land as amused curiosity when 

you have  camaraderie, and judgement if you don't. 

(Genesis, where is this going?) 

Okay.  It's literally my job to help folks tackle workplace tension. I noticed  that people are quick 

to point out slights, but require prodding to  identify what they need to feel safe. 

Are  you unhappy at work? When you're assessing your contentedness, don't  forget to factor in 

your workspace location and proximity relationships.  Might this be why you feel left out? 

Mistrustful? Is it that all of  your colleagues are rude? (Could be.) Or do you just not know each 

other? Perhaps there's a mismatch between your desire to be included and  your physical 

opportunities to do so. This tension is real, but may not  necessarily be someone's "fault." 

People feel isolated at work for dozens of reasons, from cultural issues, to leadership and office 

culture. (Really? Everyone plays golf?!). But if the main issue is physical isolation, that's good 

news.  There's a remedy that's inexpensive and effective. Move. Maybe you give  up a nicer office 

or have to push HR for months. But picture yourself  smiling when you leave the office, thinking 

about your colleague's joke.  

It's worth it.  
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6. From Quiet to Introspective: The 

Power of Reframing. 

Let's talk about re-framing. 

Re-framing is shifting your viewpoint, so that it can be seen from another perspective. Thus, 

quiet becomes introspective. 

Reframing  can reshape a defensive posture into an appeal to a person’s needs or  interests. A 

union representative’s request for pay raises may be  reframed as an imperative to keep talented 

people. At its best,  reframing helps to shift one’s perspective from a place of confusion, 

frustration, or isolation to one in which they feel more empowered to  act. It's a valuable 

approach to problem solving, decision making and  learning. 

I’ll share a recent experience. 

I  recently camped in Homochitto National Forest, in Mississippi. Near my  campsite, a large 

truck drove over a tree stump and got stuck. Campers  are supposed to look out for each other, 

so I walked over to help. The  driver got out, confused. His friend came over to help. The friend 

was  limping and clearly in pain (hurt himself chopping wood with a SWORD).  The injured 

friend tried to lift the front of the truck and told his  buddy to floor it in reverse. I looked under 

the truck and saw the stump  was wedged between the front axle and the front bumper. I pointed 

out  that revving the truck in reverse would just tear off the front bumper.  They stopped. 

Even  though I was talking to them, the guys didn't acknowledge me. A women  exited the 

passenger side of the truck to see what was going on. I asked  her what she thought about the 

problem and she shrugged “It’s a car  thing, I’m just going to leave it to the men.” 

I  replied “It’s not about how the truck is running, it’s about getting it  off the stump. It’s really 

about solving a puzzle.” (REFRAMING) 

“Oh!” She perked up. “I’m really good at puzzles!" 

The  limping guy was loud and confident. I won’t get into the various  methods he tried to get the 

car unstuck. But in the end, it was the  combined efforts of three women (the woman from the 

car, a volunteer  park ranger, and me), who got the truck free. 

Reframing  the situation from car trouble to a puzzle helped that woman realize  that she had 

something to contribute. And ultimately, she was the one  who drove that truck off the stump. 
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7. How to Effectively Communicate 

Decisions as the Boss. 

 

Does this sounds familiar? You supervise a team that usually works together very well. You are a 

respectful, friendly and accessible boss. You know that the best leaders make decisions, explain 

those decisions clearly, communicate expectations, and take responsibility for the 

implementation and effectiveness. You strive to make this your default practice. 

But when the team is operating under tight deadlines or pressure, everything changes. As the 

one accountable, you take the lead and become more directive. But then you get push back from 

your team. Some folks are less responsive, even resistant. You keep telling them what is needed, 

but the rolling eyes and incomplete assignments are not the results you want. 

Let’s break down the different ways supervisors can develop and express decisions. 

● Commanding (I decide, I tell you my decision); 

● Consulting (I ask for your input, then I decide and tell you); 

● Collaborating or Negotiating (We decide together); and 

● Delegating (I’m telling you the result I need, you decide the rest). 
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First, you need to be clear in your own mind about which approach to use for the 

decision AND SHARE THAT. This is a part of managing expectations. If you are normally in 

the collaborating or delegating zone, but need to move to the consulting or commanding 

approach, tell your team and explain why. 

Moving to Commanding: “I know we normally have a meeting to talk through 

how to approach this project, but we are working on a very tight deadline. I believe 

our best chance of succeeding as a team and meeting this deadline is to use the 

process we developed for the Anderson case…”Communicate what is at stake, then 

talk about WHO does WHAT by WHEN. 

Moving to Consulting: “I know we normally sit down and talk through how to 

approach this project, but we are working on a very tight deadline. I believe our best 

chance of succeeding as a team and meeting this deadline is to use a process we 

previously developed. I was thinking the Anderson case. Does anyone have another 

suggestion? I’m open to input before I decide. Then we can talk about next steps” 

 

For those who use the consulting approach, soliciting input doesn’t mean that you’re opening 

the decision to negotiation. Instead, think of input as just another step in the process of 

getting things done. You can set boundaries, like time limits for the discussion. And there are 

clear benefits. 1. People feel more invested if they have the opportunity to be heard. 2. There 

may also be nuances around the implementation that require further clarification and group 

problem solving saves time. 

Most importantly, offering to listen doesn’t change who owns that decision.  

 

 

 

This piece was informed by Difficult Conversations; How to Discuss What Matters 

Most by Stone, Patten and Keen. 
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Workplace Tension? We Can Help! 
 

We spend more time at work than we do at home with our families. So when there’s tension in 

the office, the impact can be deep. Work related conflict may start as a disagreement between 

employees or an allegation of unequal treatment. Perceived disrespect and demeaning treatment 

can start a path leading to formal complaints and lawsuits.  

 

Fisher Law Practice Helps With These Common Issues 

● Workplace Bullying 

● Team Dysfunction 

● Poor Conflict Communication Skills 

● Allegations of Racial, Gender, 

Disability or LGBT Bias 

● Harassment 

 

● Discrimination Claims 

● Facilitating Tough Discussions 

● We Also Help Employees Manage 

Personal Conflicts That Interfere 

With Their Work 

 

Mediation and Team Facilitation 

Mediation is a confidential process where people come together 

with a facilitator to discuss their differences. The result could be an 

agreement, an apology or just a better understanding about what 

really happened.  With mediation, issues can be addressed quickly 

and at a fraction of the cost of  court.  

 

Conflict Coaching 

Conflict Coaching is a one-on-one process to help someone better understand a pervasive 

conflict in their life. We analyze the situation from multiple perspectives, and understand why 

the conflict has such a deep, personal impact. The goal is to identify the best way to move 

forward, and develop specific skills to get there. 

 

Workshops  

Fun and interactive workshops teach employees to think through the 

context, become effective listeners, and unleash their curiosity to find 

fulfilling solutions. Our workshops include: 

● Understanding and Managing Conflict I (Basic) and II (Adv.) 

● Moving Up and Looking Forward: Training for New Managers 

● 3, 2, 1, Context: Identity, History Impact Our View of Conflict 

● Check (in with) Yourself: How To Be Your Best for Your Clients 

● Team-Building: 1/2 day or full day 

 

Does your workplace culture need improvement?  

Get Help by Calling 917.819.5656 or email info@fisherlawpractice.nyc 
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About Genesis Fisher, Esq. 

 

Genesis Fisher is the founder and Principal Attorney of Fisher Law Practice, P.C. which provides 

onsite conflict resolution to help businesses deal with tough issues and keep employees focused 

on work, not office disputes. Allegations of discrimination (race, gender, lgbtq) or sexual 

misconduct can tear teams apart. Through mediation, one-on-one coaching, and conflict 

resolution training, she gets people talking so they can share their frustrations, address 

differences and repair trust.  

 

Ms. Fisher is President-Elect of the Association for Conflict Resolution, Greater New York. She 

is a volunteer mediator and training coach for the New York Peace Institute. She is also an 

Adjunct professor at New York Law School and John Jay College. 

 

Prior to starting the firm, Ms. Fisher spent years fighting for the rights of indigent clients as a 

trial attorney with the Legal Aid Society. She started her legal career at the Southern Poverty 

Law Center, where she worked on national civil rights issues and Alabama jail and women's 

prison reform.  

 

Ms. Fisher graduated from Smith College and New York University School of Law. 

 

 

Need a speaker for an upcoming event?  

 

Ms. Fisher speaks about resilience, belonging, and using curiosity, rather than judgment, to 

build community. 
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