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This study examines the idea that attention to emotion in conﬂict management leads to conﬂict transformation. An experimental design compared mediated and negotiated conﬂict simulations in which participants were primed to discuss emotions as they moved toward agreement. Participants in the mediation group reported increased positive affect, decreased negative affect, and improved perception of other following the simulation. The negotiation group reported decreased positive affect, increased negative affect, and no difference in perception of other, yet they reported increased satisfaction. Mediated agreements included reference to the ongoing relationship, whereas negotiated agreements included tit-for-tat arrangements. Implications for organizational conﬂict management are discussed.

Emotion, Mediation,and Negotiation-לקוח מעמ' 26
There is a growing body of literature directly connecting emotion to the conﬂict-management processes of mediation and negotiation. The former is much less extensive, although researchers have suggested that third parties can foster emotional insight in individuals to assist them in better understanding their own feelings as well as the feelings of others (Kennedy-Moore and Watson, 1999). In an early study of perceptions of procedural justice in mediation and arbitration, Shapiro and Brett (1993) suggested the important role of the third party when they argued that “being able to express one’s opinions about the dispute and believing that the third party listened to those opinions may serve both to legitimize those emotions and dissipate them” (p. 1170). Building from Jones’s work (2000), Jones and Bodtker (2001) argue that mediators should explore parties’ emotions to gain insight as to how they are morally framing the conflict and thus what they need in order to reach agreement. More recently, Jones (2005) identiﬁed three skills that mediators can use to recognize and deal with emotion in mediation: (1) decoding the emotional experience of a disputant, (2) helping the disputant understand his or her own emotional experiences, and (3) facilitating the disputant’s reappraisal of the emotion to remove the obstacle of the emotional experience from the ability to work toward agreement. In a recent empirical attempt to identify and deﬁne styles of mediation, Charkoudian, De Ritis, Buck, and Wilson (2009) asked 250 mediators to indicate how often they used a variety of strategies in their mediation practice. Among the most common strategies, the authors found that two were directly related to emotion: “summarize or paraphrase feelings already mentioned by the participants,” and “check out possible feelings of the participants, according to what the participants have implied” (p. 299...
 This small body of research, combined with earlier work on conﬂict transformation, suggests that mediators are in a good position to help parties attend to underlying emotions, although current practice may not be directly training mediators to do so. The fact that special skills might be necessary is supported by at least one study that suggests expression of emotion might have an impact on the ability of a third party to accurately assess parties’ interests and intentions (Thompson and Kim, 2000). Even though not speciﬁcally linked to emotion, Poitras’s study (2007) of workplace mediations found that parties were more likely to reach agreement if a mediator helped them recognize their own responsibility, which led to reconciliation with the other party. This again supports the notion that a focus on relationships can improve conﬂict outcomes. Empirical research linking mediation and emotion is limited; this overview illustrates that emotion is a fundamental part of the conﬂict experience, that it is linked to relational transformation, and that a third party is often needed to help parties achieve increased awareness of self and other through such processes as empowerment and recognition. 
[bookmark: _GoBack]Research on emotion and negotiation has grown in the past decade. The majority of this work has used lab experiments, often with computer simulations, to examine the relationship between the experience and expression of emotions during negotiation (anger, happiness, guilt, regret) and the impact on negotiation behavior, such as concessions, reaching agreement, and negotiator satisfaction (see M. Li, Tost, and Wade-Benzoni, 2007; and Steinel, Van Kleef, and Harinck, 2008, for reviews). Some studies have found that expression of anger by one party leads to increased concession making (S. Li and Roloff, 2006; Sinaceur and Tiedens, 2006), while others have shown that anger leads to retaliatory behavior, decreased empathy, and fewer mutual gains (Allred, 1999; Allred, Mallozzi, Matsui, and Raia, 1997). Many of these emotion and negotiation studies either overtly suggest or imply that negotiators will improve outcomes by managing their emotions strategically (Barry, 1999; S. Li and Roloff, 2006). It should be clear that this is a different approach from the role of emotion in conﬂict management suggested in the current study. There is also some evidence that the impact of expression of emotion differs when the target is the other person as opposed to the person’s behavior (Steinel, Van Kleef, and Harinck, 2008). These authors found that better negotiation outcomes occurred if positive emotions were targeted at people and negative emotions were targeted at behavior. This is consistent with verbal aggressiveness theory, which suggests that effective communicators are argumentative, focusing on the speciﬁc issues (behaviors) rather than attacking the other person (Infante and Gordon, 1985). These studies underscore the relationship between how emotion is communicated and conﬂict management outcomes. 
