
 
 
 

Pre- Mediation Preparation Handout  

Before the initial meeting with me, you may find it helpful to read through this handout and work 

through the questions at the end. It can form a basis for our discussion when we meet.  

Introduction 

So you find yourself caught up going to mediation with this other person(s). You may be annoyed, 

frustrated and fed up with the situation and with the others involved. You may feel you have been 

wronged by them. You may see this as a blot on the landscape of your working life – taking up 

valuable time and energy.  

This is normal and quite common. What are your options?  

- It will just all go away – the other person(s) could just change their behaviour or even 

disappear?  

- Someone might see that you are ‘right’, they are ‘wrong’ and could just fix the other person 

or sort them out?  

As attractive as they might seem, in the reality of the workplace, these options are not very likely. 

Perhaps there has been some attempt already at fixing things but you still have to work and co-exist 

with them on a daily basis. That leaves the other possibility… mediation - sitting down and trying to 

work things out with them.  

That feels tough, like you have to sort of give in, be nice to them… which may not be what you feel 

like doing at all at the moment. But we don’t get to choose who we work with. Short of leaving 

ourselves, often the only choice is to try and make the best of this difficult situation.  

You cannot change the other person. You cannot change what has happened in the past.  

What you do have power over however, is to change yourself, how you are reacting and interacting 

with the other person. This can in turn effect change in their behaviour.  

Most importantly, by simply shifting your own frame of mind, you can certainly influence your own 

future experience of this working relationship.   

Workplace Conflict  

Difficulties in a working relationship tend to evolve along a twin-tracked path. Unlocking these 

difficulties usually needs us to understand and work on both of these tracks.  

Track 1: Interactive 

Some of the issues stem from the negative cycle of behaviours that can develop over time. 

Workplace pressures around tasks and targets can leave little room for empathy, patience or at 

times even basic friendliness towards another. The counter-reaction can be frustration, hurt, anxiety 

etc.  Unhelpful assumptions are made: they are...’lazy’, ‘aggressive’, ‘out for themselves’. Reactive 

behaviours follow naturally – less openness less warmth, raised voices, curt tones. A cycle of poor 

or even destructive communication takes root, tension and discomfort increases. The co-operation 



 
 
 
we need from the other to do the job well decreases.  

The result: clients, customers and/or projects suffer and so work pressure increases. The cycle 

continues…  

Mediation is a great opportunity for you and the other person to unravel this dynamic of reaction 

and counteraction. You can then co-design a more considered and constructive cycle of interaction 

and co-operation and ultimately serve your clients/customers better.  

Track 2: Identity  

Conflict with the other people can also impact on how we see ourselves. It can set up a negative 

internal conversation which can add to the stress that conflict causes. We can beat ourselves up 

over our lack of assertiveness for example. We can start to question ourselves: Do they think we 

are incompetent? Are they unfriendly or disrespectful because we are in some way not worthy? 

Does that comment they made the other day mean we can’t be trusted? Could their lack of 

performance reflect badly on us? We make negative inferences from their behaviour about our self-

identity. We allow the other person’s actions or words or even our own reaction to them, to 

influence how we think about or see ourselves.  

Mediation is less likely to help you deal with these issues. That’s because this relates ultimately to 

two things which only you can influence:  

 How you think about and see yourself – your identity  

 The extent to which you allow the other person’s actions, words or behaviours to 

determine this  

 

It’s very important that you get clear about the role that Track 2 is playing in the working 

relationship because it will play some part in the discomfort you may be experiencing. The good 

news is that this is something you can change: your own frame of mind. That’s the key to creating a 

better future experience for yourself – more ease, more confidence, more job fulfilment – 

regardless of what the other person says or does.  

 

Shifting our frame of mind is often better dealt with through processes such as Conflict Coaching or 

simply working with some material around this.  One of the books I often recommend to people 

around this is: 

‘Difficult Conversations: How to Discuss What Matters Most’   

 

You might find these blog posts also helpful:  

Change How You Think About a Difficult Situation 

Which Wolf Will You Feed? 

Difficult Relationships – From Negative to Positive  

All Conflict Leads us Back to Ourselves 

Positions and Interests  

Perspective Taking in Difficult Conversations 

 

http://www.bookdepository.com/Difficult-Conversations-Douglas-Stone/9780143118442
http://www.consensusmediation.ie/change-how-you-think-about-a/
http://www.consensusmediation.ie/which-wolf-will-you-feed/
http://www.consensusmediation.ie/difficult-relationships-negative-to-positive/
http://www.consensusmediation.ie/all-conflict-leads-back-to-ourselves/
http://www.consensusmediation.ie/dont-battle-over-positions-just-get-to-the-heart-of-whats-at-stake-real-needs-and-interests/
http://www.consensusmediation.ie/which-way-do-you-see-it-thow-to-improve-perspective-taking-in-negotiation-or-difficult-conversation/


 
 
 
Preparing for Mediation 

The questions below are designed for you to consider in advance of meeting me in the one-to-one 

pre-mediation meeting. You will have a chance to tell me more when we meet. This document is 

completely confidential to you.  

 

1. List the  main points you want to ensure I hear about your perspective on the dispute 

 

 

 

 

 

 

2. Try and categorise your issues terms of Track 1 and Track 2 outlined above (for example 

which ones relate to the outward behaviours and interaction between you and the other 

person and which relate to how you are feeling and thinking about yourself in this situation)  

 

Track 1: Interactive: external behaviours, negative communication cycle:  

 

 

 

 

 

Track 2: Identity: internally how I am feeling about myself:  

 

 

  

 

 

3. What is the impact of this conflict situation on the work e.g. clients, customers, projects, 

etc.?  

 

 

 

 

 

4. What would be your preferred vision for how you and the other person are interacting so 

as to improve the outcomes for the work you both do?  

 

 

 

 

 

5. What could you do to help achieve this?  

  

 

 

 

 

 



 
 
 

6. What would they need to do to help achieve this?  

 

 

 

 

 

 

7. What might the other person’s issues in this situation be?  

 

 

 

 

 

8. What do you think the other person would want from mediation and for the working 

relationship?  

 

 

 

 

 

9. What do you want most for yourself for the future in this situation?  

 

 

 

 

 

 

10. What are the things you can influence in this situation that don’t require any action or 

change from the other person?  
 

 

 

 

 

 

 

  Thank you for completing this document. I look forward to meeting you at the pre-mediation 

meeting.  


