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INTRODUCTION 

Conflict is a word that causes 
discomfort, anger, frustration, 
sadness, and even pain. Conflict is no 
stranger to any of us. We experience it 
all the time in our daily lives with our 
families, friends and increasingly so in 
our professional lives. It is actually a 
regular aspect of  human life. 

Where there is life, there is 
conflict. The existence of 
conflict is like the existence of 
blood in human body.

Aurizia Duhah Siraji, (2021) 



Conflict Management Styles

The pandemic covid 19 has changed the world of work. Many 
people have been managing the psychological challenge of this 
dramatic changes to our working lives with the competing 
demands of family life with pressures of less movements and 
fears of pandemic. The present situation may have a significant 
impact on us, both physically and mentally. Stress affects our 
thinking behavior, making us more likely to get into conflict 
situations. Therefore, understanding how we instinctively 
respond to conflicts as well as  enhancing our conflict 
management styles may help us approach specific situations and 
lead us to efficient and effective conflict resolutions.



Why conflict exist?

People disagree for a number of 
reasons (De Bono, 1985). Thus, 
differences in Languages, beliefs, 
priorities, values, and cultures 
are the reasons why there is 
conflict.



"Peace is not absence of conflict, 
it is the ability to handle conflict 
by peaceful means." Ronald 
Reagan



Common conflict in the work place
Common organizational related conflicts. They were arranged from 
the most common down to the least below. 

1.Communication misunderstandings

2.Personality differences and clashes

3.Differences in goals and objectives

4.Substandard job performance

5.Gender differences

6.Lack of employee cooperation

7.Problems related to areas of authority

8. Frustration with people and or resources

9. Non-compliance with rules and policies



.

Evidently, the most common organizational related conflicts ranked first is lack of 
employee cooperation. In most cases in an institution, there are employees’ wants to 
be recognized and honored by doing extra effort to show his best contribution. 
Conversely, there were employees who works with integrity for the betterment of the 
organization. The attractive efforts of this employee will gain the attention and 
support of the organization’s head while other employees are reluctantly opposing 
the honor. When cooperation breakdown, the results will be a dissatisfied staff or 
employees and reduced productivity. While as when employees work together 
Manzoor, et al. (2011), concluded that teamwork has significant positive effect on 
employee performance.



.The second in rank organizational related conflicts are communication 
misunderstanding. Communication misunderstanding may be developed when there 
exist two or more groups of factions, in which the group finds the ways to oppose the 
communication of the other group just because the members of the group do not 
agree with the issues expressed by the other group. They tend to disagree with the 
issues and may have communication misunderstanding.

What causes Communication misunderstandings?

1. One’s  own sense of reality

2. Person’s limited knowledge or comprehension

3. Unclear message or pitch

4. Noise

5. The matter is simply heard wrong

6. The listener interpret the matter differently

7. Stress or unwell



The third in rank organizational conflicts is the substandard job performance. Substandard job 
performance may result from criticism of one employee against other employees while watching 
every move in his daily activities following the job description as oriented at the beginning of his 
job appointment. The spreading of gossip about the unfulfilled work according to the identified 
standardized job order may result in substandard job performance.

The fourth organizational conflict is the frustration with people and resources. The frustration 
with people and resources may result from head favoritism, appointment because of affinity or 
relatives, recommended by the honorable, and recruitment of disqualified officials. An 
employee recruited because he/she is a   boss favorite might create a conflict among  the 
employee. The hiring of employee influence by the recommendation of the honorable might 
create unsatisfactory job performance. Lastly, the recruitment of the disqualified official might 
create an unreasonable decision. All of these may result in frustration. These situations will be 
followed by the frustration of the scarcity of resources. The employee who is behaviorally 
distant to the boss will be deprived of the chances to enjoy the resources of the institution, 
because of his belief of we are not belong to their group.



The fifth organizational conflict is gender differences. This may result when me or women, 
gay or lesbian perceive information differently, which could lead to feelings of exclusion or 
allegations of harassment or sex discrimination. Gallup study of 2,500 American managers 
found that female managers have greater engagement levels with employees of both sexes, 
give employees feed back on their progress more frequently than male. 

The sixth organizational conflict is the difference in objectives and goals. The difference in 
objectives and goals may happen when the head of the office may forget to conduct an 
orientation seminar on the goals and objectives of the organization. One of the basic 
approaches to inform the employees about the goals and objectives of the organization and 
to foster unity to attain the goals and objectives is trough seminar and workshop. 



The seventh ranked organizational conflict is the Lack of clearly defined areas of responsibility. The office 
manager should clearly emphasize the areas of responsibility of the people given the designation. 
Overlapping of authority may result in conflict on the lack of clearly defined areas of responsibility.

The eight ranked organizational conflict is the problems related to areas of authority. The issuance of 
appointment or designation of the official should carry the brief description of the authority vested to the 
individual official that holds the managerial responsibility.

The ninth organizational conflict is the Differences over procedures or methods to be used. Specific 
procedures to be implemented to carry out job satisfaction should be initiated according to the required 
task to fulfill its satisfactory result. The manager should practically give a chance an employee to develop 
his/her way of doing things to arrive at a particular satisfactory product. After all the procedures or 
methods should provide basic steps, an employee initiates to arrive at his defined goals and objectives. 
However, the employees in the same department should consult one another to arrive at the common 
procedures and methods to do similar things.



The tenth organizational conflict is the Personality differences and clashes. The employees
should be given full orientation to develop love and understanding. The absence of love, respect,
understanding of one’s personality and moral responsibility will surely arrive at the conflict of
personality differences and clashes. While, the movements to ensure respect, love among
employee, understanding of personality differences and strong determination of improving one’s
faith in God may resolve the conflict in personality differences and clashes.

In conclusion, anticipating and identifying the common organizational related conflict in the
academe or any organization is very much important and the "appropriate" management styles in
a given situation are essential for everyone in the work place most especially the leaders in order
to utilize them for managing conflicts in their respective school or organization.



Competing

Accommodating

Avoiding

Collaborating

Compromising



COMPETING

is assertive and uncooperative—an
individual pursues his own concerns at the
other person’s expense. This is a power-
oriented mode in which you use whatever
power seems appropriate to win your own
position—your ability to argue, your rank,
or economic sanctions. Competing means
“standing up for your rights,” defending a
position which you believe is correct, or
simply trying to win.



ACCOMODATING

is unassertive and cooperative—the complete

opposite of competing. When accommodating,

the individual neglects his own concerns to satisfy

the concerns of the other person; there is an

element of self-sacrifice in this mode.

Accommodating might take the form of selfless

generosity or charity, obeying another person’s

order when you would prefer not to, or yielding to

another’s point of view.



Avoiding

unassertive and uncooperative—the person neither 

pursues his own concerns nor those of the other 

individual. Thus he does not deal with the conflict. 

Avoiding might take the form of diplomatically 

sidestepping an issue, postponing an issue until a 

better time, or simply withdrawing from a 
threatening situation.



COLLABORATING

is both assertive and cooperative—the complete opposite 

of avoiding. Collaborating involves an attempt to work 

with others to find some solution that fully satisfies their 

concerns. It means digging into an issue to pinpoint the 

underlying needs and wants of the two individuals. 

Collaborating between two persons might take the form of 

exploring a disagreement to learn from each other’s 

insights or trying to find a creative solution to an 

interpersonal problem.



Compromising is moderate in both assertiveness
and cooperativeness. The objective is to find some
expedient, mutually acceptable solution that partially
satisfies both parties. It falls intermediate between
competing and accommodating. Compromising gives
up more than competing but less than accommodating.
Likewise, it addresses an issue more directly than
avoiding, but does not explore it in as much depth as
collaborating. In some situations, compromising might
mean splitting the difference between the two
positions, exchanging concessions, or seeking a quick
middle-ground solution.

COMPROMISING



Conflicts Handling Styles and Its Effectiveness

No. CONFLICTS HANDLING STYLES MEAN DESCRIPTION
1 Communication misunderstandings Accommodating 4.6 effective

2 Personality differences and clashes Collaborating 3.8 effective

3 Differences in goals and objectives Compromising 3.7 effective

4 Substandard job performance Accommodating 3.8 effective

5 Gender differences Collaborating 4.5 effective

6 Lack of clearly defined areas of responsibility Collaborating 3.6 effective

7 Lack of employee cooperation Collaborating 3.5 effective

8 Problems related to areas of authority Accommodating 3.8 effective

9 Frustration with people and or resources Compromising 4.2 effective

10 Non-compliance with rules and policies collaborating 4.4 effective








