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1 . Assessment toolkit for current monitoring of progress, intermediate certification 

of students in the discipline 

This Assessment toolkit in the discipline "Conflictologe" is an integral part of the work 

program of the discipline "Conflictologe". This FOS is subject to all the details of the approval 

presented in the RPD for this discipline. 

 

 

2. List of evaluation tools 

To determine the quality of learning by students of educational material in the discipline " 

Psychology and Pedagogy", the following evaluation tools are used: 

 

N

o. 

p 

/ 

p 

Estimator Brief description of the evaluation tool Presentation of the 

evaluation tool in 

the FOS 

1 Test A system of standardized tasks that allows you to 

automate the procedure for measuring the level of 

knowledge and skills of a student 

test fund 

assignments 

2 Case task A problematic task in which the student is asked to 

comprehend the real professionally oriented 

situation necessary to solve this problem. 

Fund of tasks for 

solving a case task 

3 Situational 

tasks 

A method of control that allows you to assess the 

criticality of thinking and the degree of 

assimilation of the material, the ability to apply 

theoretical knowledge in practice. 

Task List 

4 Report The product of the student's independent work, 

which is a public performance on the presentation 

of the results of solving a specific educational, 

practical, educational, research or scientific topic 

Topics of reports 

5 Essay The product of the student's independent work, 

which is a written work on the presentation of the 

results of the analytical presentation of the material 

on a specific educational, practical, educational, 

research or scientific topic 

Essay topics 

6 Course 

(research) 

project 

A partially regulated task that has a non-standard 

solution and allows diagnosing skills, integrating 

knowledge of various fields, and arguing one's 

own point of view. Can be done individually or 

with a group of students 

Topics for group 

and/or individual 

course (research) 

projects 

 

 

3. List of competencies indicating the stages of their formation in the process of 

mastering the educational program and types of assessment tools 

 

Code and 

wording of 

competence 

Stage of 

formation of 

competence 

Controlled sections of the 

discipline 

Evaluation tools 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current Section 1. Conflictology 

as a branch of scientific 

knowledge. The history 

of formation and 

Report. Abstract. Test. 
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development. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current Section 2. Conflict as a 

socio-psychological 

phenomenon. 

Report. Abstract. Test. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current Section 3. Conflict 

management 

technologies: forecasting, 

settlement and 

prevention 

Report. Abstract. Test. Case 

task. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 4. Sensory processes. 

Attention 

Report. Abstract. Test. 

situational tasks. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 5. Memory. Thinking. 

Imagination 

Report. Abstract. Test. 

situational tasks. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 6. Feelings. Will. mental 

states 

Report. Abstract. Test. 

situational tasks. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 7. Age psychology Report. Abstract. Test. Case 

task. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 8. Temperament. 

Character. Capabilities 

Report. Abstract. Test. 

situational tasks. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 9. Self-consciousness and 

self-concept of 

personality 

Report. Abstract. Test. 

situational tasks. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 10. Motivational- need 

sphere 

Report. Abstract. Test. 

situational tasks. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 11. Social psychology Report. Abstract. Test. Case 

task. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 12. Pedagogy in the 

system of human 

sciences 

Report. Abstract. situational 

tasks. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Current 13. Information and 

educational activities of 

the doctor 

Report. Abstract. Test. Case 

task. 

UK-2, UK-4, 

UK-5, OPK-1, 

OPK-10. 

Intermediate 1-13 sections Test tasks. 

Course (research) project 

 

 

4. The content of the evaluation means of current control 

Current control is carried out by the teacher of the discipline when conducting classes in 

the form of: case-tasks, situational tasks, reports, reports, abstracts, tests. 

 

Еxamples of evaluation tools 

Sample test tasks  

1) Tests with one answer option 

1. Conflictology as an independent science has emerged:  
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1. at the end of the XIX century;  

2. at the end of the twentieth century; 

3. at the beginning of the twentieth century;  

4. at the end of the XIII century. 

 

2. The subject of the study of conflictology are: 

1. conflicts;  

2. patterns and mechanisms of conflict occurrence,  

3. mechanisms of personal behavior in conflict; 

4. all the listed characteristics. 

 

3. Conflict is: 

1. rivalry; 

2. dispute; 

3. confrontation;  

4. quarrel. 

 

4. The necessary and sufficient conditions for the occurrence of a conflict between the 

subjects are: 

1. they have oppositely directed judgments;  

2. states of confrontation between them;  

3. active actions of both sides to achieve their goals; 

4. open statements about their requirements. 

 

5. What causes the conflict is: 

1. motives of the conflicting parties; 

2. the subject of the conflict;  

3. the parties to the conflict; 

4. the image of a conflict situation. 

 

6. The image of a conflict situation is: 

1. what causes the conflict; 

2. subjective reflection in the minds of the subjects of the subject of the conflict;  

3. internal motivating forces; 

4. what the conflicting parties declare to each other. 

 

7. The incident is: 

1. the confluence of circumstances that are the reason for the conflict;  

2. the cause of the conflict; 

3. contradictions accumulated between the subjects;  

4. the consequence of the conflict. 

 

8. The parties to the conflict are: 

1. subjects of interaction in a state of conflict;  

2. subjects participating in the discussion; 

3. third-party observers of the conflict situation; 

4. intermediaries between the conflicting parties. 

 

9. Conflictogens are: 

1. words, actions (or omissions) that may lead to conflict;  

2. manifestations of conflict; 

3. causes of conflict; 

4. behavioral reactions of a person in conflict. 
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10. Conflict management is: 

1. destruction of the conflict situation; 

2. impact on the conflicting parties; 

3. formation of an adequate image of the conflict situation in the conflicting; 

4. changing the motives of the conflicting parties. 

 

Open-type test tasks 

1. Conflictogen is: ...... 

2. Conflictology is : ...... 

3. The method of observation is: ...... 

4. The subject of conflictology is:...... 

5. The conflict is: ...... 

6. The parties to the conflict are:...... 

7. The image of the conflict situation is: ...... 

8. The motives of the conflict are:...... 

9. The positions of the conflicting parties are: ...... 

10. The cause of the conflict is:...... 

 

Example of a case (situational task) 

Situation: A conflict between a nurse and a doctor, Doctor S. comes to the acute 

department on Monday morning for a staff meeting, and he is met by a frowning nurse T., the 

manager of the department. She tells him that it was a disgusting weekend, mainly because of a 

well-known young patient whom S. hospitalized in a clearly psychotic state. During a staff 

meeting, Nurse T. vigorously attacks Doctor S., stating that he does not listen to nurses. She tells 

how a patient with cocaine addiction persuaded patients and visitors to bring drugs into the 

department: "Good for you, doctors. You see a patient, then you leave for the weekend, leaving 

us nurses in charge." She reminds him that in previous conversations about her problem, the 

nurses told him their anxiety about the patient who was re-hospitalized in the department 

because of her HIV-positive status, her flirting with male patients and complete indifference to 

the consequences of possible sexual activity in relation to other patients: "You broke your word. 

She was doing all her stuff this weekend. She poured hot tea on one of the patients, and the nurse 

who tried to stop her during the scandal suffered." Nurse T. in the presence of other nurses and a 

young doctor who were silent during her diatribe, she states that the problem lies in insufficient 

communication and that the opinions of nurses are ignored. Doctor S. reminds Nurse T. that he 

was aware of the problems, but he had no choice, since the patient was mentally ill during 

hospitalization, unfortunately, he had no other place to hospitalize her; moreover, these issues 

were not raised when the patient was discussed during the examination on the eve of the 

weekend. He asks her why he was not told about these problems at the time. Having the 

advantage of past experience, Doctor S., knowing the patient well, could foresee that she would 

most likely cause panic at the beginning of her stay in the department, so he had to examine her 

in the department in order to discuss risks and joint clinical strategies with nurses in advance. If 

he had done this, it would not only have been possible to develop a coordinated action plan, but 

also to realize the potential problems that the patient is likely to create in the department. Nurse 

T. he reports his feeling that the doctor does not "take nurses into account", and this means not 

being heard, and not whether there was real verbal communication. Doctor S. focuses on the fact 

that the nurses did not express their concerns when they had a chance to do so. In the course of 

further staff meetings, Doctor S. could find out why it is sometimes difficult for nurses to talk 

about their concerns during his rounds. 

Questions: 1. Analyze the conflict scheme. 2. Describe the development of the conflict by 

stages. 3. Specify the parties and participants of the conflict. 4. Specify the reasons that led to 

this conflict. 5. Draw up a scheme for the use of conflictogens by the participants of this conflict. 

Example of a game project 
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Didactic game "Assessment of the depth of the conflict" 

The purpose of the lesson. The development of students' skills to assess the depth of a 

conflict situation using special techniques and the formation of their skills to make adequate 

decisions about the behavior of conflict subjects in conflict interaction. 

The order of the game 

Preparatory stage. In one or two weeks, students are given a task and an installation to 

prepare for the game. The essence of the task is as follows. 

1. Students receive a test "Assessing the depth of conflict" to study its content. 

2. To test the test, students should independently analyze conflict situations that occurred 

with their participation or that they observed, in order to assess the severity of each of the 8 

factors presented in the test, and be ready for a report on this issue in the classroom. 

The "Assessment of the depth of the conflict" test. In order to assess the conflict situation 

and the character of the behavior of the subject settling the conflict, this test is offered to your 

attention. The test presents 8 main positions that are directly related to the conflict situation. 

Your task is to evaluate the severity of each factor on a 5-point scale. The strong severity of the 

factors of the left side of the test is estimated by 1 point, and the right – by 5 points. After 

evaluating each position in the test, the total amount of points should be calculated, which will 

indicate the depth of the conflict. 

Evaluation of results 

The sum of points equal to 35-40 indicates that the conflicting parties have taken a tough 

position towards each other. 

The sum of points equal to 25-34 indicates fluctuations in the relations of the conflicting 

parties. 

Recommendations to the subjects settling the conflict: 

a) if you are a leader, then: 

– with a total score of 35-40, you should act as a prosecutor and, in order to resolve the 

conflict situation, you should mainly resort to administrative measures; 

– with a score of 25-34, you should act as a consultant and, in order to resolve a conflict 

situation, you should mainly resort to psychological measures; 

– if the total score is less than 24, you must act as an educator and in this case it is 

advisable to use pedagogical measures to resolve a conflict situation; 

b) if you are a mediator, then: 

– with a total score of 35-40, you should take measures to separate the conflicting parties 

and start negotiations with them in a disjunctive way (see p. 153) before reducing the intensity of 

the struggle between them; 

– with a total score of 25-34, you can try to transfer the conflict into a constructive phase at 

the next meeting in the negotiation process; 

– if the total score is less than 24, it is possible to intensify efforts to prepare a constructive 

solution. 

During the lesson. 1. A game warm-up is held. Within 10-15 minutes, students' 

assignments performed by them at the preparatory stage are heard and analyzed. 

Game situations are created and analyzed. 

Game situation 

Sample role-playing games 

The role-playing game "Conflict smoothing" 

The presenter talks about the importance of such a skill as the ability to quickly and 

effectively smooth out conflicts; announces that now it is worth trying to find out the main 

methods of conflict resolution by experience. 

Participants are divided into threes. For 5 minutes, each trio comes up with a scenario in 

which two participants represent conflicting parties (for example, quarreling spouses), and the 

third one plays a peacemaker, an arbitrator. 

The moderator submits the following questions for discussion: 

- What methods of conflict smoothing have been demonstrated? 
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- What, in your opinion, interesting findings did the participants use during the game? 

- How should those participants who failed to smooth out the conflict behave? 

The purpose of the exercise: to work out the skills and skills of smoothing conflicts. 

 

Example of a training session on conflictology 

Personal behavior training in conflict 

Objective: to form an idea of the forms and consequences of personal behavior in conflict. 

Tasks: 

• analyze the behavior of a person in a conflict from the point of view of positive and 

negative effects on interpersonal relationships and on the attitude towards oneself; 

• to show the main factors determining the behavior of a person in a conflict; 

• to show the importance of the emotional sphere of a person and its impact on 

communication during the conflict. 

Training plan: 

1. Message on the topic "Typology of conflict personalities" (15 min.) 

Jenny Graham Scott (1991) believes that each person, depending on their life experience, 

has their own classification of difficult to communicate people. He cites one of the classifications 

proposed by Robert M. Bremson, which includes such types of people as "aggressors", 

"complainers", "silencers", "super-compliant", "eternal pessimists", "indecisive" (stoppers), etc. 

However, no matter what classification we adhere to, the main thing is to find out the 

characteristics of the communication partner and choose strategies and tactics in accordance with 

this when interacting with him. 

D. Scott argues that success will also depend on whether you will be able to take control of 

your own emotions and give vent to the emotions of a communication partner: "Do not take 

insults to your personal account, do not fall under the influence of a difficult person." 

He also gives recommendations on how to communicate with specific "difficult" types of 

people, but we should keep in mind that in life there are more people who have a set of features 

of several types. Therefore, the following classification proposed by the author is conditional. 

"Steamroller". People of this type believe that everyone should give in to them, they are 

convinced of their own rightness. The main threat to them is the undermining of their image, so 

they can behave rudely, unceremoniously because they are afraid of a mistake, after which their 

image will be undermined. Therefore, when communicating with such a partner, if the subject of 

the dispute is not very important to you, it is better to use such ways of getting out of the conflict 

as evasion or adaptation. By giving in to such a person in a small way, you will help him calm 

down. If you decide to fight for your rights, it is advisable to let the steamroller let off steam, 

reduce emotional tension. Do not contradict him at this time. And then calmly and confidently 

state your point of view, in no case criticizing his approach, otherwise, instead of a constructive 

solution, you will provoke a hostile attitude towards yourself. The rage of the "steamroller" can 

be suppressed only by its own calmness. 

"The hidden aggressor." Such people seek to cause us trouble with the help of backstage 

machinations. Moreover, they are quite convinced that they are right, that it is they who perform 

the role of a secret avenger, that they restore justice. Sometimes their behavior is caused by the 

fact that they do not have the power to act openly. If there are difficulties in communicating with 

such an "opponent", if possible, it is better to avoid communicating with him, but if necessaryIn 

the course of interaction, it is desirable to identify a specific fact of causing evil and tell such a 

person that you know that it was he who committed this or that action against you. Give him 

evidence if he disputes your facts. However, keep calm at the same time, do not give him a 

reason for an aggressive attack. After you have exposed him, try to identify the hidden reasons 

for this behavior. If you understand them, it will be easier for you to come to a common solution. 

Perhaps he considers you a competitor, seeks to get something that is not necessary for you at all 

(for example, a position, an off-duty vacation).  

"An angry child." These people are not evil by nature, but from time to time they explode 

like children who are in a bad mood. As a rule, outbreaks are also provoked by a feeling of 
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helplessness, fear that at the moment they have "the ground is slipping out from under their feet" 

and they lose control of the situation. Whether it's a parent yelling at a teenage son, or a boss 

stamping his feet on a subordinate, the cause of the outbreak may be the same: an "angry child" 

is afraid of losing authority, power, afraid of not coping with the situation. 

If you do not have the opportunity to avoid contact with such a person, then it is best not to 

contradict him at the moment of the outbreak, let him shout, convince him that you are listening 

to him. That is, he must be sure that he is still in control of the situation, this will calm him 

down. After the outburst, he is likely to feel discomfort, embarrassment, remorse, so it is best not 

to focus on what happened, do not remember and do not reproach him for what he did. Turn the 

conversation to solving the problem, do not insist on an apology to you, and if an apology 

followed without your request, accept them immediately, without analyzing what happened. By 

helping the "angry child" to feel calm and confident again, you will thereby bring both of them 

closer to the moment of constructive solution of the problem. 

"The complainer." "Complainers", both realistic and paranoid (they complain about 

imaginary circumstances), as a rule, are seized by an idea and blame everyone around them. If 

the "complainer" tells you about someone else, you can either agree or object to him. But it's 

better to just listen to him first, and it's not necessary to agree with what he says. Maybe the only 

thing he needs is to be listened to, and you will thereby return to him a sense of his own 

importance. After listening, use the technique of summarizing: briefly state the essence of his 

complaint, let him know that you have heard his words. Then it is best to translate the 

conversation to another topic. If he returns to the topic of his sting again and again, calmly and 

respectfully interrupt him, switch to solving the problem, and not to its description. You can ask 

him: "What would you like to do in this situation?" Most likely, the "complainer" does not have 

a ready-made recipe, then you will ask: "How can I help you?" If the situation does not clear up 

here, try to figure out together with him which specific person (or people) can help in this 

situation. For example, it can be a specialist defectologist for a child, a family therapist, a sports 

section coach, etc. 

"Silent." The reasons for the secrecy of such people can be very different (hostile attitude, 

poor health, natural introversion, etc.), and the success of your communication will depend on 

whether you know this reason. It is best to ask the "silent" a few open questions in order to find 

out this (for example: "What do you think about this?"). But do not overdo it: if there are too 

many questions, the "silent one" may close even more, because your conversation will be like an 

interrogation. Moreover, it is necessary to take into account the possible natural features of a 

person: if he is usually taciturn and slow to act, then you, having asked him a question, do not 

rush him with an answer, do not push him (he needs more time to answer). If this person speaks 

to you, do not immediately try to fill in the possible pauses in the conversation in this case. Don't 

rush him, let him think about it and tell him everything he wants, at a pace convenient for him. 

Otherwise, he is unlikely to want to continue swami's communication. The main thing when 

interacting with such people is a friendly attitude towards them. 

Observe a sense of proportion: if you see that communication with you is burdening the 

"silent one", do not insist, do not involve him in a conversation against his will. It is possible that 

you, thinking out loud, talk about the reason for the partner's silence: "It seems to me that you are 

upset about something ...". However, this method does not always help: if a person does not like 

what you said, or you made a mistake in your assumption, he can stop communicating 

altogether. 

"Super-flexible". When such people meet us, they seem pleasant in all respects: they 

support any idea we have, they always give in to disputes, they try to please everyone around 

them. But, as a rule, their words are at odds with the case: you rely on such a person, and he lets 

you down at a crucial moment, not fulfilling what he promised. If you are forced to communicate 

with such a person, tell him that the most important thing for you is truthfulness. Let him 

promise to do for you only what is really in his power. Explain that you will treat him better not 

when he agrees with you in everything and promises to help in everything, but when he tells you 
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the truth about what he thinks and what he does. However, this person should also see similar 

behavior on your part. 

Of course, this typology is only conditional, and in life it is unlikely that we will meet a 

pure type of "super—compliant" person, "hidden aggressor" or "angry child", etc. Therefore, our 

main task is to recognize a conflicted person, react to her actions so as not to aggravate the 

conflict, and try to come to a constructive the solution. 

2. Exercise "Determine the type of patient" 

Content: Participants are given cards in a closed form with the name of the type of 

conflicted personality (from the list given earlier). The task of each participant (in turn) is to 

depict this type of behavior in a situation at a doctor's appointment. The task of the others is to 

determine the type of personality. 

Analysis of the exercise: enumeration of the signs by which the determination was made, 

in order to consolidate them. 

3. Exercise "Tram" 

Content: Everyone is sitting in a circle. One chair is free. The one with the vacant chair on 

the right starts. He should move to an empty chair and say, "I'm going." The next participant, 

who has an empty chair on the right, sits down and says: "And I, too." The third participant says: 

"And I'm a hare," And the fourth says: "And I'm with ... (calls the name of any participant)." The 

one whose name was called hurries to sit on an empty chair, and everything repeats itself from 

the beginning. 

3. Exercise "Techniques that reduce and increase tension" (Dermanova I.B., Sidorenko 

E.V.). 

Techniques that reduce tension: 

1. Giving the partner the opportunity to talk. 

2. Verbalization of the emotional state: 

o Your; 

o Partner. 

3. Emphasizing commonality with the partner (similarity of interests, opinions, unity of 

purpose, etc.) 

4. Showing interest in the partner's problems. 

5. Emphasizing the importance of the partner, his opinion in your eyes. 

6. In case of your wrong – immediate recognition of it. 

7. Offer a concrete way out of the current situation. 

8. Appeal to facts. 

9. Calm confident pace of speech. 

10. Maintaining optimal distance, angle of rotation and eye contact. 

Techniques that increase tension: 

1. Interrupting the partner. 

2. Ignoring the emotional state: 

o Your; 

o Partner. 

3. Emphasizing the differences between oneself and a partner, downplaying the partner's 

contribution to the common cause and exaggerating one's own. 

4. Demonstration of disinterest in the partner's problem. 

5. Belittling the partner, negative assessment of the partner's personality. 

6. Delaying the moment of admitting your wrongness or denying it. 

7. Finding the guilty and blaming the partner. 

8. The transition to "personality". 

9. A sharp acceleration of the pace of speech. 

10. Avoiding spatial proximity and body tilt. 

4. Exercise "Worthy answer" 
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Content: All participants are sitting in a circle. Everyone receives a card from the 

moderator, which contains some comment about the appearance or behavior of one of the 

participants. 

All listeners in a circle (in turn) pronounce the phrase recorded on the card, looking into 

the eyes of the neighbor on the right, whose task is to adequately respond to this "attack". Then 

the responding participant turns to his neighbor on the right and reads the phrase from his card. 

When everyone completes the task, that is, they visit both as an "attacker" and as a "victim", the 

exercise ends, and the group proceeds to discuss. 

Card Options: 

You think too highly of yourself. You act like you're the most important one here. 

You never help anyone 

When I meet you, I want to cross to the other side of the street. 

You don't know how to dress nicely at all. 

Why do you look like a wolf at everyone? 

You can't have any business dealings with you. 

You're like out of this world 

You have such a scary look. 

It's useless to negotiate with you about anything. You'll forget everything anyway. 

You have such a raspy voice, it gets on my nerves. 

Look who you look like! 

You talk too much nonsense. 

Why are you always yelling at everyone? 

You have no sense of humor at all. 

You're too ill-mannered. 

Discussion: The coach asks the participants whether it was easy for them to complete the 

task, whether they took an unflattering remark about themselves to heart. As a rule, listeners say 

that rude statements did not excite them, because they did not perceive them as directed 

specifically against themselves. Then everyone offers various options for constructive search, 

which will help in real life conditions to perceive negative information from communication 

partners in the same way. 

Exercise "A fleet-footed deer and a ringing string" 

Content: Another procedure for analyzing one's subpersonalities or styles of behavior in a 

conflict can take the form of a "game of Indians". It can be carried out as a continuation of the 

previous exercise (but it is better not immediately after it, but after a while, for example, the next 

day as a warm-up) or as a separate analytical work. The condition for using this exercise is a 

fairly powerful creative potential of the group members and a high level of their verbal 

intelligence. 

Additional materials will be required: 

■ feathers cut out of thick cardboard (the length of the pen is about 20 cm); 

■ wide, dense, non-slip webbing (approximately 0.5 m per person); 

■ colored pencils or markers (so that participants have a choice). 

Participants are invited to think about what roles they usually play in interpersonal conflicts, and 

designate these roles with two or three words by analogy with the names worn by Indians 

(Pacifying Storms, Peaceful Dove, Flaring Fire, etc.). If a person in all conflict situations that fall 

to his lot leads he behaves approximately the same, he can choose only one name for himself, but 

if his style of behavior varies in different circumstances and with different people, there may be 

several names. 

Each of the names is written on the back of the pen, and the participants have the opportunity to 

color the front side of the pen at will. 

After this stage is completed, participants can try on these feathers. 

Discussion: During the discussion, participants share their impressions of the work: was it 

difficult to analyze their line (or lines) of behavior in conflict; are there many or few of them and 

why; what precedes the choice of a particular line of behavior, etc. 
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Exercise "Four squares" 

Content: Thanks to this exercise, you can analyze your personal characteristics, take a step 

towards forming a positive attitude towards yourself and self-acceptance. In addition, it 

contributes to the development and maintenance of tolerant relationships with others. 

 "Take a piece of paper and divide it into four squares. In the corner of each square, put the 

numbers 1, 2, 3 4. (The Presenter shows his sheet divided into four parts with numbered 

squares.) 

Now, in square 1, write down five of your qualities that you like and that you consider positive. 

You can name the qualities in one word, for example, "resourceful", "reliable". And you can 

describe them in a few words, for example, "I know how to really be friends," "I always finish 

what I started." 

After the task is completed, the coach suggests "Now fill in square 3: write in it your five 

qualities that you do not like, that you consider negative. You can write quite sincerely if you 

don't want to, no one will know about what you wrote." 

After square 3 is filled, the trainer suggests: "Now carefully look at the qualities that you have 

written down in square 3, and reformulate them so that they look like positive. To do this, you 

can imagine what these qualities would be called by a person who loves you very much and who 

likes everything about you. Write down the reformulated qualities in square 2". 

After square 2 is filled in, the trainer suggests: "Now imagine that someone really dislikes you 

and therefore even your positive qualities he perceives as negative. Look at the qualities recorded 

in square 1, reformulate them into negative ones (from the point of view of your enemy) and 

write them down in square 4." 

After all the squares are filled, the coach suggests: "Now cover squares 3 and 4 with your palm, 

and look at squares 1 and 2. See what a wonderful person turned out! Now, on the contrary, 

cover squares 1 and 2 with your palm, and look at squares 3 and 4. A terrible picture! No one 

will want to communicate with such a person. And now look at your sheet as a whole. After all, 

in fact, you have described the same qualities. It's all of you. Only from two points of view: from 

the point of view of a friend and from the point of view of an enemy. 

Draw a circle at the intersection of the squares and write a large letter "I" in it." 

Sometimes participants have difficulty in reformulating their qualities. It is necessary to give 

them the opportunity to seek help from a coach or the group as a whole (in this case, the process 

can become an exciting workout for the whole group). 

Discussion: The discussion may concern which qualities were analyzed and reformulated, 

positive or negative, in which situations this skill can be applied. The coach may suggest that 

participants analyze their opponents according to the same scheme for a potential or already 

inflamed conflict. This approach to the "enemy" helps to find positive qualities in him and 

sometimes changes the attitude towards him, minimizing the risk of conflict development of 

events. It may also be useful to analyze your qualities from the opponent's point of view. 

 


