
Basic Principles of Conflict 
Prevention and Resolution

A number of years ago some people in my extended family 
were involved in a prolonged business conflict. Although 
not directly involved, I got to hear regularly what was going 
on. It was a difficult situation that developed 
over time due to a lack of communication 
between the business partners, conflicting 
viewpoints about management responsibili-
ties and ownership, and unmet expectations 
about management and ownership transition.

It was difficult to watch. One partner ended 
up selling his share of the business after a long 
and somewhat difficult negotiation about the buyout 
price. He moved to a different area and started another 
business there. This conflict ended up changing the rela-
tionship dynamics in my extended family in significant 
ways. I’m sad for what was lost, though grateful for what 
we still have and what has been regained. But it was a 
difficult thing to see happen even though it wasn’t in my 
immediate family.

None of us want that to be our story, yet many of us have 
been affected, possibly in significant ways, by business, 
church, or family conflict. Maybe you find yourself in the 
middle of conflict right now. For better or for worse, conflict 
is part of our lives and has been throughout time. The 
herdsmen of Abraham and Lot are a well-known Biblical 

account of conflict and how it was resolved.1 When you get 
married, you say “for better or for worse,” and when you go 
into business, the same attitude is necessary to prepare for 

the possibility of experiencing conflict. 
Your response to conflict can determine 

whether the conflict will be for better or for 
worse. When properly handled, conflict can 
have some benefits and positive results. It 
can strengthen relationships and enhance 
personal growth. Too much conflict or conflict 
improperly handled, however, can cause 

serious harm to a business. It can cause the breakup of 
a business. It can harm the bottom line. It can be very 
wearing on your emotions and your ability to function to 
the fullest potential. 

1    Genesis 13:7–11 “And there was a strife between the herdmen of 
Abram’s cattle and the herdmen of Lot’s cattle: and the Canaanite and the 
Perizzite dwelled then in the land. And Abram said unto Lot, Let there be 
no strife, I pray thee, between me and thee, and between my herdmen 
and thy herdmen; for we be brethren. Is not the whole land before thee? 
separate thyself, I pray thee, from me: if thou wilt take the left hand, then 
I will go to the right; or if thou depart to the right hand, then I will go to 
the left. And Lot lifted up his eyes, and beheld all the plain of Jordan, that 
it was well watered every where, before the Lord destroyed Sodom and 
Gomorrah, even as the garden of the Lord, like the land of Egypt, as thou 
comest unto Zoar. Then Lot chose him all the plain of Jordan; and Lot 
journeyed east: and they separated themselves the one from the other.”

Adapted from a presentation by Nevin D. Beiler
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For most people the automatic response to conflict is 
usually to step back and avoid it. Avoiding conflict, though, 
is not the same as resolving conflict. Keep that distinction 
clear. Our tendency to run from conflict isn’t helpful. When 
we avoid conflict, we end up kicking the can down the 
road with undesired results. So let’s discuss conflict preven-
tion before focusing mainly on conflict resolution.

Conflict Prevention
Clarify expectations. The main key for 
conflict prevention is clarifying expectations. 
Regular, frequent communication and written 
agreements can help clarify expectations.

Clarifying expectations is so important 
because people’s view of the result, whether 
good or bad, is driven significantly by their ex-
pectations as they enter into something. As an example, if 
I want to buy a storage shed for my backyard, I go to the 
salesman, pick out a shed, and ask, “When can you have 
this delivered for me?”

He says, “We’ll get it to you in two weeks.” That sounds 
pretty good to me, so I go home and prepare the site. Two 
weeks later, I expect to have this shed delivered to my 
house. 

Two weeks come and go and no shed. I call the salesman 
to ask what’s going on. He says, “We got a little busy, and 
your order is still in the shop. We’ll try to have it to you 
by the end of next week.” So, I wait, and two weeks later 
the shed shows up. The salesman’s delivery estimate was 
maybe a little too optimistic.

On the other hand, if I had said, “How soon can this shed 
be delivered?” and the salesman responded, “We’re very 
busy, but we can have it to you in four to six weeks,” and 
four weeks later the shed shows up—great! It would have 
exceeded my expectations because I had thought it could 
be up to six weeks until the shed arrived, but I got it in four.

In both cases I got the shed in four weeks. In one case I 
was expecting delivery to take two weeks, and in the other 
I was expecting it to take up to six weeks. My expectation is 
what drove my satisfaction with the result.

How you set and manage expectations has a significant 
effect on customer satisfaction and is a matter of integrity. 
Can your customers trust your word? How they view your 
intentions can significantly affect whether you experience 

conflict as a result of unmet expectations. 
From an attorney’s perspective, I love it when people can 

put their expectations and agreements in writing. Doing 
so enables those of us with poor memories to remember 
what was talked about and agreed upon.

Clarify agreements in business. I can’t tell you how 
many business partners I’ve talked to who have a partner-

ship agreement, but they have no idea what 
it says. Their expectations on paper really are 
meaningless because nobody knows what 
it says. For my family members who had the 
conflict, a meaningful partnership agreement 
would have saved a lot of heartache.

Set expectations by using contracts or 
memos of understanding with your vendors, 
buyers, or people with whom you work in 
business. The handshake deal sounds nice, but 

will you remember what you agreed on? And if someone 
has to step in for one of the partners in the event of illness 
or death, will they know what the agreements are? This is 
why you need a written agreement.

Use job descriptions, standard operating procedures, 
and employee handbooks to set expectations. If there’s one 
specific way you want employees to do a job and they aren’t 
doing it, give them clear written instructions to refer to.

Some people have an objection to writing down agree-
ments. They feel they aren’t really trusting one another by 
having to write it down. They say, “Can’t we just verbally 
agree, knowing we’re going to keep our word?” 

That’s understandable, but if you can’t remember what 
you agreed to longterm or the agreement is complicated, 
you need to take the time to record the details of the ex-
pectations. Putting your agreements and expectations in 
writing then does not mean there’s a lack of trust between 
the parties. Putting them in writing actually increases 
trust. It increases confidence that each party knows what’s 
expected and doesn’t have to wonder what the other 
person understood or agreed to.

If you’re already in a partnership with others, evaluate 
if there are areas in your business where you’re not sure 
everyone is on the same page. Simply ask, “Can we sit 
down and write out our expectations?” Then there won’t 
be any misunderstandings later concerning what everyone 
agreed to.

The 
handshake 
deal sounds 
nice, but will 

you remember 
what you 

agreed on?  
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Conflict Resolution
To resolve conflict in healthy ways, you must first acknowl-
edge that there is conflict present. Then bring the right 
attitude and use the right process to try and resolve it.

Acknowledge the conflict. The first step in resolving 
conflict is to acknowledge there’s conflict. There’s an 
elephant in the room. Call it what it is. You have to agree 
there’s something that needs to be dealt with. 
It may look easier to try to get by without 
addressing it, but the underlying conflict 
will prevent the two parties from building a 
trusting relationship moving forward.

Two brothers were in business together, 
and one of them asked me to help him under-
stand what was going on with an estate set-
tlement related to their business. I ended up 
being drawn into a big buyout negotiation for the whole 
business deal. The case wasn’t ideal for me because I repre-
sented only one brother and, because of the way attorney 
rules work, was unable to talk with the other brother who 
had his own attorney.

These brothers had been in business a long time, but 15 
to 20 years before, the one brother had been very unhappy 
with how the business had transferred from their father 
to them. He had decided to just go along with it because 
he didn’t want to confront what he viewed as an injustice. 
However, that dissatisfaction built through the years, and 
now there was a much more difficult situation to unravel.

So acknowledge the conflict instead of avoiding it. 
Sometimes dealing with the conflict is easy. Sometimes it’s 
difficult and takes significant energy. But avoiding it will 
only make the conflict grow, worsen, and become more 
complicated.

Bring the right attitude. The Bible has lots of great 
advice about attitudes: “For where envying and strife is, 
there is confusion and every evil work. But the wisdom that 
is from above is first pure, then peaceable, gentle, and easy 
to be intreated, full of mercy and good fruits, without par-
tiality, and without hypocrisy. And the fruit of righteous-
ness is sown in peace of them that make peace” (James 
3:16–18).

If you bring attitudes that are pure, peaceable, gentle, 
easy to be entreated, and full of mercy to your conflict sit-
uations, they’ll take you miles down the road in reaching a 
resolution. If you bring an attitude of “me first,” my agenda 

only, or “I’m going to fight for my rights,” you’re going to 
make the process much more difficult. In a conflict usually 
a number of people are involved, and if at least one person 
can bring a Christian attitude to the dispute, it can make a 
huge difference.

Another attitude or principle to use in time of conflict 
is to seek first to understand and then to be understood.2 

James also addresses this when he writes, 
“Wherefore, my beloved brethren, let every 
man be swift to hear, slow to speak, slow to 
wrath” (James 1:19). This is exactly backwards 
to our human nature. Our nature is inclined 
to make sure that we are heard, get our piece 
said, and let others know how this is supposed 
to go without really understanding what the 
other people involved feel, think, and believe. 

Before you can find lasting resolution, you need to un-
derstand the relevant issues in the matter. If you can’t un-
derstand all the issues, you’re only going to get a superficial 
resolution. When coming to the conflict resolution table 
or discussion, leave your assumptions at home and come 
prepared to listen. Ask questions and then listen—really 
listen until you’re sure the other person has said everything 
he or she has to say, and then there should be time for you 
to share too. 

This isn’t just you listening and not getting to say 
anything, but it’s first understanding and working hard to 
understand the underlying emotions in a situation, not 
just the facts. There are facts and issues involved, but often 
people’s emotions affect how they perceive those facts and 
issues. Be prepared to dig into those underlying emotions 
and do your best to understand them. 

Related to understanding people’s emotions is dis-
cerning their underlying interests, not just their stated 
positions. This concept comes from a nice little book on 
principled negotiation called Getting to YES.3 An interest is 
the motivating reason behind what a person wants to do 
or doesn’t want to do. That might be an unspoken motive 
and could include emotional or financial reasons. The 
position is how they plan to fulfill that interest. 

To illustrate, the writers of Getting to YES tell a story about 

2    Stephen R. Covey, The 7 Habits of Highly Effective People (New York: 
Simon & Schuster, 2013). 
3    Roger Fisher, et al., Getting to YES: Negotiating Agreement Without 
Giving In (New York: Penguin Books, 2011). 
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two men who are having a quarrel in a library. They are 
sitting at neighboring tables, and one wants the window 
open and the other wants it shut. They bicker back and 
forth about opening it a crack or halfway or three quarters 
of the way. But they can’t agree on having the window 
open or shut. 

A librarian notices the disruption and 
comes over to inquire what’s going on. She 
asks the one man, “Why do you want the 
window open?”

He says, “I want some fresh air. It’s stuffy in 
here.”

She asks the other man, “Why don’t you 
want the window open?”

He says, “I don’t want a draft. I’m sitting 
here with cold air blowing over me.” She 
thinks for a minute, then goes into the next 
room and opens a window there, bringing 
in fresh air but no draft.

The underlying interest of the first man was fresh air. 
He didn’t care about the window being open or shut; he 
just wanted fresh air. The other man didn’t care if the 
window was open; he just didn’t want the draft. So when 
the librarian helped them see their underlying interests (or 
motives), a solution became apparent that could work for 
them both. 

If the underlying interests are satisfied, then positions are 
often negotiable. Once the fresh air came in, the interest 
was satisfied. Because the man who wanted fresh air got 
what he needed, he didn’t care that the window right next 
to him stayed shut. 

Again, whether you’re involved in a conflict or helping 
somebody who is, it’s crucial to understand the underly-
ing motives of everyone involved. Then there’s room to be 
creative with how the conflict is resolved. 

Another aspect of bringing the right attitude is being 
quick to extend mercy and forgiveness. Matthew 5:7 says it 
well, “Blessed are the merciful: for they shall obtain mercy.” 
If you look in other places in the Bible, those who withhold 
mercy will not receive mercy, “For if ye forgive men their 
trespasses, your heavenly Father will also forgive you: But if 
ye forgive not men their trespasses, neither will your Father 
forgive your trespasses” (Matthew 6:14–15).

If you’re not quite sold on the idea, look in the Word for 
yourself. You can’t afford to stand before God on Judgment 

Day with unforgiveness in your heart and refusal to show 
mercy, lest that come back on you. This is important in all 
of life, but especially in conflict situations when you don’t 
feel like offering either mercy or forgiveness. 

Sometimes it’s necessary to yield your rights in a conflict 
situation. Yes, I’m an attorney and I just 
stated “yield your rights.” In the secular 
world you’ll often be told, “You should fight 
for your rights!” and “Don’t let them walk 
over you!” But as Bible-believing Christians 
we need to be prepared to yield our rights 
because that’s what we’re called by God to 
do.4

At the same time, don’t get the idea that 
yielding your rights is refusing to deal with 
conflict. You might say, “I just don’t want 
to deal with it. I’d rather just let him have it 
all if he feels that way. We’re not supposed 
to fight. I’m not even going to engage and 

dialogue.” That’s avoidance, not yielding your rights. 
Yielding your rights means coming prepared to turn the 

other cheek. Give the right attitude and the right process 
a full chance to work. When handled properly, conflict 
can have positive results. Sometimes that means yielding 
rights, but it’s still important to work through the conflict 
resolution process or you can miss out on positive results.

Use the right process. I’m an attorney, but foundational-
ly I’m also a conservative Anabaptist Christian. So the way 
I approach conflict resolution needs to fit with that view of 
Scripture. Some concepts from the legal profession and the 
secular business world fit well with our Anabaptist model 
of conflict resolution. Let’s evaluate several tools or per-
spectives for how we can do conflict resolution really well.

In our society, the default way to resolve conflict (at 
least if there’s money at stake) is litigation, which involves 
lawsuits, going to court, and suing. Many people say, 
“Well, if we can’t get along, let’s allow the judge to decide.” 
But as Anabaptist Christians who don’t believe in using 
the power of the court system, what are we to do when 
there’s a dispute? How do we handle it?5 According to the 
Scriptures, our default response should not be litigation.          

4    Romans 12:10 “Be kindly affectioned one to another with brotherly 
love; in honour preferring one another.”
5    Although I am an attorney, I don’t actually do litigation work.
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First Corinthians 6 addresses disagreements and disputes 
in the church. It asks, why are you going before unbeliev-
ers to have your conflicts judged? Isn’t there anyone in the 
church who can render judgment in your disagreement?6

This passage acknowledges that there will be disagree-
ments, but when there are disagreements, we should be 
looking to church leaders and wise brothers in the church 
to help resolve those disagreements. That’s the big-picture 
framework we as Bible-believing Christians need to draw 
from during conflict resolution. 

Matthew 18:15–17 is a very well-known Scripture about 
conflict resolution.7 I view it as the rules of procedure for 
resolving disputes among Christians. Sometimes I don’t 
know if we’re doing this really well, but we can’t discuss 
conflict resolution without going through the three steps 
in this passage.

The first step is to talk directly to the person you disagree 
with. Remember to bring the right attitude when you do 
it. If you come with a confrontational and angry attitude, 
the first step probably isn’t going to work very well. If you 
bring the attitudes listed in James 3:17, you will seek first 
to understand and look at the underlying interests of this 
person. With that kind of discussion you’ll more likely win 
your brother, which is the ideal outcome. 

Matthew 18:16 says if that doesn’t work, then take one 
or two witnesses with you. The purpose of this second 
step is to create accountability and facilitate communi-
cation. It’s not about ganging up on someone. It’s about 
having a better discussion between two parties that are 
disagreeing.

6    1 Corinthians 6:1–8 “Dare any of you, having a matter against another, 
go to law before the unjust, and not before the saints? Do ye not know 
that the saints shall judge the world? and if the world shall be judged 
by you, are ye unworthy to judge the smallest matters? Know ye not 
that we shall judge angels? how much more things that pertain to this 
life? If then ye have judgments of things pertaining to this life, set them 
to judge who are least esteemed in the church. I speak to your shame. 
Is it so, that there is not a wise man among you? no, not one that shall 
be able to judge between his brethren? But brother goeth to law with 
brother, and that before the unbelievers. Now therefore there is utterly 
a fault among you, because ye go to law one with another. Why do ye 
not rather take wrong? why do ye not rather suffer yourselves to be 
defrauded? Nay, ye do wrong, and defraud, and that your brethren.”

7    Matthew 18:15–17 “Moreover if thy brother shall trespass against thee, 
go and tell him his fault between thee and him alone: if he shall hear 
thee, thou hast gained thy brother. But if he will not hear thee, then take 
with thee one or two more, that in the mouth of two or three witnesses 
every word may be established. And if he shall neglect to hear them, tell 
it unto the church: but if he neglect to hear the church, let him be unto 
thee as an heathen man and a publican.”

If the second step still doesn’t work, the third step is to 
ask the church to exercise its authority over the involved 
parties. That could be a church committee formed to 
advise the parties in the disagreement or to give binding 
direction to them.

Now, what should we do when somebody isn’t willing 
to go through the Matthew 18 process with us? Certainly 
outside our church groups we’ll encounter people who 
aren’t willing, but even in our conservative churches some 
are unwilling to follow this process.

As an attorney, I suggest including a dispute reso-
lution clause in your contracts and partnership agree-
ments. Agree that if you have a problem, you’re going to 
go through the mediation process to resolve it.8 If there’s 
nothing in the contract about how to handle disagree-
ments, the assumption is you’re going to sue each other. 
But if you have a moral aversion to that, then mediation 
should be used. Set the expectation up front about how 
you’re going to handle a dispute or disagreement. 

Mandatory mediation clauses are well-recognized by the 
court system. If somebody brings a legal action but was 
supposed to first go through the mediation process, that 
lawsuit may be thrown out or stayed until you go through 
the mediation process. The judge wants to see you go 
through mediation first if you’ve agreed to that.

There’s support even in the legal system to go through 
mediation processes that are less adversarial than the 
courtroom setting. Don’t overlook the value of that. 
Whether or not the parties recognize the Matthew 18 
process, these concepts of mediation (and arbitration) can 
still be used effectively.

If you don’t have any mediation agreement and the other 
person is unwilling to go into mediation, that’s a tough 
spot to be in. You may be able to convince them of the 
benefits of mediation, such as if we can handle it ourselves, 
we can stay out of court. But if they haven’t committed 
themselves to mediation and they don’t believe in the 
Biblical principle, it’s critical for you to get counsel from 
your ministry or trusted advisors about how to handle the 
situation.

8    BusinessDictionary.com, Mediation: “Use of an independent, 
impartial, and respected third party (called the conciliator or mediator) 
in settlement of a dispute, instead of opting for arbitration or litigation. 
Unlike an arbitrator, a mediator has no legal power to force acceptance of 
his or her decision but relies on persuasion to reach an agreement. Also 
called conciliation.”
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Mediation
Mediation and arbitration are well-known legal terms, but 
in this article I’m using them as practical Anabaptist means 
of dispute resolution.

There is a big difference between mediation and ar-
bitration. In mediation the mediators are helping the 
parties discuss what’s going on and come to a voluntary 
agreement. They aren’t acting as judges and deciding on 
what’s required. Mediation is similar to what we know as 
the three-person committee, often appointed to help 
resolve a conflict in our churches. This committee sits down 
with the business partners, asks what’s going on, and then 
listens and gives recommendations. That’s an informal 
version of the mediation process.

In arbitration, a panel of arbitrators listens to the case 
and then gives binding direction. Whatever they decide in 
a situation is final.

On an informal level, a friend, advisor, or church 
committee can help you with mediation. You can also 
appoint a team of business advisors to act as arbitrators 
to give binding direction. Neither of these need to be 
professionals or compensated. Also, they’re not necessar-
ily following a set of formal rules or guidelines for how to 
handle things.

On a more formal and legal level, you could hire trained 
or professional mediators or arbitrators who follow a set of 
rules or guidelines for exactly how the process works. This 
option may be more acceptable to the other party if the 
dispute is between you and a non-church member.

The benefits of mediation. Mediation enables respect-
ful, structured, and accountable communication. Parties 
can get together and hopefully go deep in their under-
standing of what’s going on emotionally and factually. The 
mediator’s job is to help them understand each other. 

Mediation promotes mutually beneficial problem-solv-
ing. It’s not about convincing a third-party mediator that 
I’m right and my opponent is wrong. Both parties involved 
have to come together and voluntarily agree, if there’s 
going to be a successful mediation outcome. They can 
figure out each other’s underlying interests, then brain-
storm and hopefully come up with a resolution. The goal 
is for all parties to agree to a voluntary settlement. In a 
mediation setting, no one is coerced into a settlement, and 
at times one party may simply give preference to the other 

party in order to make peace.9 
Handling conflict with mediation rather than arbitra-

tion or a courtroom setting also costs much less. Often the 
parties won’t have attorneys in the room, which is more ac-
ceptable to those who don’t want any semblance to a legal 
proceeding. 

With the two brothers I referred to earlier, I was talking 
one on one with the other attorney, but we weren’t really 
getting anywhere, so all of us came together. That included 
the brothers, their wives, a son, and the attorneys and ac-
countants. We sat around the table and tried to hash out 
the problem, but too many professionals in the room can 
really derail the process, especially if there’s a big emotional 
component involved. That’s basically what happened. We 
talked about a lot of factual and money-related things, but 
we didn’t get very deep into the emotional aspects.

After the meeting, the consensus was that we needed 
a church committee who could get in deep with these 
brothers and figure out what was going on emotionally. So 
they got an impartial committee who could listen to both 
sides and help the brothers talk at a deeper level, with the 
argumentative professionals out of the way.

The process of mediation. Mediation is usually described 
as facilitative or directive. Facilitative means the mediator 
isn’t there to make any judgments. He probably won’t 
even recommend solutions. The sole role of this mediator 
is to help the parties talk and help them narrow down 
the solutions until they find one that they can both say, 
“That works for me.” In directive mediation, the mediator 
is expected to give some direction by gently pushing the 
parties toward recommended solutions. This mediator may 
ask, how about this? This and this are probably your two 
best options. Are you okay with either one of those?

It’s up to the people in the midst of the dispute whether 
they want facilitative or directive mediation. The parties 
then sign an agreement to mediate.

In the process of mediation, each person will be given 
completely uninterrupted time to talk. It’s really important 
that they have uninterrupted time to tell their story. If 
all you do is get together and argue back and forth, the 

9    Romans 12:9–11 “Let love be without dissimulation. Abhor that which 
is evil; cleave to that which is good. Be kindly affectioned one to another 
with brotherly love; in honour preferring one another; Not slothful in 
business; fervent in spirit; serving the Lord.”
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person with the louder voice is going to dominate, and 
then there’s no real understanding or hearing. That’s not 
the Christian way to handle the situation.

The mediator makes sure everyone gets a chance to tell 
their story. It’s not like court or arbitration in which you get 
to say a little piece and then have to sit down. You get to be 
fully heard, and if someone has a problem with what you’re 
saying, they need to wait their turn before responding. This 
is usually done with everyone in the room.

Then the mediator can take turns questioning, clarify-
ing answers, responding to what was said, and getting 
deeper in the understanding of what’s really going on. 
The mediator then might ask to meet separately with the 
parties if he feels more would be said if the other person 
wasn’t in the room. Sometimes there’s too much going 
on emotionally for people to really share, so separate 
meetings might be needed.

The mediator might provide suggestions for resolu-
tion and help the parties brainstorm ideas that would 
satisfy everyone involved. If the parties can come to an 
agreement, they should write it down and sign it. This 
becomes a legally binding agreement, memorializing what 
they agreed and committed to and how they will move 
forward from here.

This process can take one meeting if it’s simple, or it can 
take multiple meetings. In the situation with the brothers, 
it took a lot of meetings with the church committee to 
work through the issues. When you avoid conflict, it gets 
bigger and more emotional the longer you delay in dealing 
with it. Reaching a resolution will take time. 

Arbitration
Mediation is by far the better form of resolving disputes 
because it allows the parties to work toward a voluntary 
agreement. However, the reality is that mediation won’t 
always resolve the conflict, even with good help and dis-
cussion. In these circumstances, it’s time to get others 

involved in arbitration.10

In arbitration, typically a three-person panel is organized. 
It’s so important to avoid being unequally yoked with un-
believers in this situation.11 One party might insist on using 
professional arbitrators, which usually include judges and 
attorneys. This can give the appearance of using law to 
settle the dispute. Also, when a party is represented by 
attorneys, there is potential for an antagonistic attitude. 
Using professional arbitrators can also be very expensive, 
almost as expensive as a lawsuit, quite frankly. 

A more common form of informal arbitration among 
Anabaptist churches is using a church committee or 
business advisors to act as the panel. The important thing 
is that the people in the midst of the dispute all agree that 
this is a group they can trust to make the right decision for 
them. 

In arbitration, rather than having a discussion, each party 
presents their arguments and evidence for why they think 
they are right. This is where it can get a little dicey since it’s 
easy to also say “That’s why he’s wrong” and to cast stones. 
Hopefully that can be kept to a minimum if you have a 
church committee rather than professional arbitrators.

When all has been said or when the time is up, the panel 
of arbitrators will give both sides some consideration and 
then give their ruling. Everyone should be ready to accept 
the judgment of the arbitrators. Going into this process, 
the assumption is that everybody signing up is saying, 
“Whatever is decided, I’ll go along with it.”

Sometimes people end up in the arbitration process 
because they’re required to. Perhaps their fellow church 
members see that something needs to be done, and 
they’re exercising their authority as a church to give a 
binding judgment.

The most common arbitration rules are those main-
tained by the American Arbitration Association. If you 

10    BusinessDictionary.com, Arbitration: “Settlement of a dispute 
(whether of fact, law, or procedure) between parties to a contract by 
a neutral third party (the arbitrator) without resorting to court action. 
Arbitration is usually voluntary but sometimes it is required by law. If 
both sides agree to be bound by the arbitrator’s decision (the ‘award’), 
it becomes a binding arbitration. The exact procedure to be followed 
(if not included in the contract under dispute) is governed usually by a 
country’s arbitration laws, or by the arbitration rules prescribed by the 
International Chamber Of Commerce (ICC).” 

11    2 Corinthians 6:14 “Be ye not unequally yoked together 
with unbelievers: for what fellowship hath righteousness with 
unrighteousness? and what communion hath light with darkness?”
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have business contracts or partnership agreements, 
you’ve probably seen these words before: “If we have any 
disputes, it will be resolved in accordance with the rules of 
the American Arbitration Association.” However, attorneys 
who favor mediation and other forms of dispute resolution 
have less respect for the American Arbitration Association. 
From my perspective, that’s not what you want to use.

Rather, if you need formal arbitration services, there’s a 
set of rules called the Rules of Procedure for Christian Concil-
iation,12 and those incorporate some church authority and 
accountability into the process. Ultimately, if your church is 
willing to be an arbitrator for you or you’re willing to agree 
on a committee of business advisors, that is a better form 
of arbitration.

The Right Result
When we bring the right attitude and use the right 

process in conflict resolution, hopefully we’ll reach the 
right result. But what is the right result? If we knew what 

12    “Institute for Christian Conciliation, “ICC Rules of Procedure,” https://
www.instituteforchristianconciliation.com/rules (accessed on May 21, 
2020).

it was before we started, why didn’t we just go there right 
away and not go through this process?

Sometimes the right result isn’t evident until you 
get through the process, and sometimes the process is 
necessary to help people heal. When you get to the end 
of the process and the parties have been able to bring the 
right attitude, you have a result that addresses the root 
issues of the conflict. If we’re only dealing with superficial, 
surface issues, the conflict is just going to come back up 
again later. 

We’re looking for a result that strengthens and protects 
the relationships and preserves the integrity of all parties. 
As stated in Matthew 18, “thou hast gained thy brother.” 
That’s in the best interests of the broader family and 
community, and it harvests some of the benefits of healthy 
conflict resolution. It’s also a testimony of the grace of God 
as His people resolve conflicts in a positive way. The more 
of those components you see happening, the more you 
know you have the right result. 

As you go through the process of reconciliation, keep in 
mind Jesus’ words, “Blessed are the peacemakers: for they 
shall be called the children of God” (Matthew 5:9). God will 
bless as you work to be a peacemaker in your relationships 
and as you help others do the same.
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