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An Instructional Guide to Implementing the Interest-Based Relational (IBR) Model
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Shift from passive friction to a resilient culture.

Executive Summary

Conflict is an inevitable dynamic within any organization, but its presence is particularly
impactful in instructional and educational settings. Whether arising between educators,
administrative staff, or student-teacher dynamics, poorly managed conflict erodes
institutional culture, stifles collaboration, and directly impacts learning outcomes.

The Interest-Based Relational (IBR) model offers a sophisticated framework for transforming
friction into a vehicle for growth.

e Developed around the core philosophy of separating the people from the problem,
the IBR model moves teams away from adversarial, win-lose posturing and toward
collaborative problem-solving.

Core Principles of the IBR Model
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To successfully use the IBR framework, we must first establish an understanding of its six

foundational pillars. These principles shift the focus from personal grievances to collective
objectives.

o Prioritize the Professional Relationship: The primary objective is to resolve the
dispute while preserving—or even strengthening—the mutual respect between
parties. Mutual courtesy is a non-negotiable prerequisite.

e Separate the People from the Problem: Participants must view the issue as an
external obstacle to be tackled jointly, rather than viewing the opposing party as the
adversary.

o Listen First, Talk Second: True resolution requires a comprehensive understanding of
the opposing perspective before attempting to advance one's own agenda.

o Focus on Interests, Not Positions: A "position" is the rigid demand a person makes
(e.g., "I refuse to change my curriculum schedule"). An "interest" is the underlying
motivation or fear driving that demand (e.g., "l am worried we will not cover the
state testing standards in time").

o Establish Objective Facts: Emotional exaggerations must be stripped away in favor of
verifiable data and observable behaviors.

o Explore Options Collaboratively: Solutions are not imposed; they are co-created to
ensure shared ownership over the final outcome.

Instructional Communication Styles for IBR Achievement

Achieving the desired outcomes of the IBR model requires a deliberate shift in
communication.

e |tisimportant to focus on specific verbal behaviors that de-escalate tension and
unearth shared interests.

The Power of Statements

Adversarial communication relies heavily on "You" statements, which inherently breed

defensiveness and blame. It is better to pivot toward "I" statements that frame the conflict

around objective impact and personal perspective.

e Adversarial: "You always turn in your module reviews late, and you are holding up
the entire department's accreditation timeline."

e IBR: "l feel anxious when reviews are submitted past the internal deadline because it
drastically compresses the time our department has to ensure accreditation
compliance."
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Active and Reflective Listening

True active listening requires an individual to suspend the formulation of their
counterargument while the other person is speaking. In an instructional setting, this is
achieved by teaching the behavior of reflection and verification.

e Before responding with a counterpoint, a participant should be able to accurately
summarize the other person's viewpoint to that person's satisfaction.

e Example Phrasing: "What | am hearing you say is that you feel overwhelmed by the
current course load, and that is why the administrative timeline feels unmanageable.
Is that an accurate reflection of your concern?"

Strategic, Open-Ended Questioning

To move past rigid positions and uncover underlying interests, utilize inquisitive
communication. Questions should be structured to invite narrative detail rather than binary
"yes" or "no" responses.

e "What specific challenges does this new scheduling policy present for your classroom
management?"

¢ "What would a successful resolution look like from your department's perspective?"
e "How does this current workflow impact your ability to deliver quality instruction?"
Procedural Framework: Step-by-Step Implementation

To transition the IBR model from theory to practice, we should guide conflicting parties
through a systematic, five-step procedural framework.

Step 1: Setting the Scene

Before addressing the core issue, establish a neutral, safe environment. The facilitator or
instructional leader must get both parties to agree to basic ground rules: maintaining a calm
tone, committing to non-interruption, and agreeing that the ultimate goal is a mutually
beneficial resolution.

Step 2: Gathering Information

Each party must be given uninterrupted time to present their perspective. During this phase,
the primary objective is to dig beneath the surface behaviors to identify the core
motivations, fears, and needs driving each individual. Fact must be explicitly separated from
emotional perception.

Step 3: Defining the Problem
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Once the information is gathered, the parties must collaborate to define the issue clearly.

The goal is to synthesize the conflict into a single, objective problem statement that both
sides agree is accurate. Framing the problem as a shared external challenge instantly aligns
the parties as teammates.

Step 4: Brainstorming Options

With the problem defined, both parties engage in a collaborative brainstorming session. At
this stage, judgment of ideas must be completely suspended. The focus is strictly on
generating a high quantity of creative, potential solutions that could address the core
interests of both sides.

Step 5: Negotiating and Implementing the Solution

Finally, the parties review the brainstormed options and select the solution that best
satisfies the underlying interests of everyone involved. The resulting agreement should be
specific, actionable, and include a clear timeline for implementation and follow-up.

Conclusion: The Institutional ROI of IBR

When we consistently model and enforce Interest-Based Relational principles, the
institutional culture shifts from one of passive friction to one of high-trust collaboration. By
training people to be soft on the people but hard on the problem, we achieve robust,
sustainable solutions to systemic issues while cultivating a healthier, more resilient
professional community.
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