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Conflict Resolution

Group and Organizational Behavior

To avoid conflict would mean avoiding contact with people. I know I relate with people in every aspect of my life so it is imperative that I learn to resolve conflict when it occurs. In the past I thought conflict was a sign that a relationship was not working, but in reality it can be very healthy.


Contradictory opinions can be a source for conflict. We talk about the many areas conflict originates by stating; “(1) differences in information, beliefs, values, interests, or desires; (2) a scarcity of some resource, such as money, power, time, space, or position; and (3) rivalries in which one person or group competes with another”. Not only can conflict exist between two people but also it can occur within oneself, within a single group, and between two or more groups. All of these situations can cause conflict due to everyone having a different opinion or value. Sometimes people can have conflict even when they have similarities.


Conflict is desirable in a group because it will help in ensuring discussion, brainstorming and help in weighing all of the possibilities. A group has a task ahead of them to accomplish and if the group does not differ in opinions and attitudes the result may not be reached or progress may not be seen. It seems small group interaction is more successful when conflict is worked instead of ignored. Types of conflict include ideas and feelings. If conflict does not occur in a group setting it must be challenged to verify that true opinions are being sought and that the group is not agreeing to just agree.


Conflict is frowned upon in most situations. Conflict can get out of control if not dealt with correctly. Once frustration sets in, conflicts can escalate to the point of no resolution. Rather than deal with the conflict and work through it many people would rather walk away and not deal with it at all. Many experts have researched this field and have developed ways to resolve conflict. Blake & Mouton (as cited in Tubbs, 1998) proposed a scheme to avoid win-lose situations and to reach a win-win situation when conflict is involved. In reaching a win-win situation a strong concern for people and production of results is recommended.


Fisher, Ury & Ertel (as cited in Tubbs, 1998) explain conflict reducing strategies when negotiating. The strategies include, separating the people from the problem, focus on interests, not positions, invent options for mutual gains, and insist on objective criteria. These strategies are an assertive way to handle conflict.


Borisoff & Victor (as cited in Tubbs, 1998) suggest the following behaviors to help in conflict resolution. The behaviors include: focus on the problem, not on the personalities; build on areas of agreement; attempt to achieve consensus; avoid provoking further conflict; do not overreact to the comments of others; and consider compromise. The experts all agree that all conflict should be separated from the person and personalities involved.


It has taken me a long time to realize that conflict happens everyday with everybody. I thought conflict represented a rejection of me as a person. I must say that having this kind of attitude is not a good thing when dealing with others. In my personal life conflict was a constant thing when it came to my first marriage. I spent many years in conflict to gain respect. I did not feel listened to or respected and finally withdrew from the relationship. I ended the marriage because we could never agree on anything. It took me several years to realize that relationships must have conflict to grow because no one can agree on everything all of the time. I am not saying that if I had better skills in conflict resolution that my first marriage would have been saved. Perhaps if the conflict was not ignored it could have been resolved but at this point it is too late to change.


In my professional life I have had the same problem as my personal life in thinking that conflict meant my opinions and knowledge was rejected. I misunderstood what was really happening in a work group when conflict arose. Conflict made me feel very uncomfortable and I would find myself agreeing with certain people because they had a strong aggressive personality. I was forced to learn how to deal with conflict by working with someone who only related by having constant conflict. This person was my team lead and she taught me a valuable lesson in conflict resolution because conflict was how she dealt with people and issues. Little did I know that my work group and I used strategies suggested by the conflict resolution experts. I had to focus on the problem at hand and not what this person was trying to control. The group had to find a way to work with her so she would listen to other opinions. 

The team knew we had to include her in outside activities to try to get her to communicate and respect us when we offered opinions. As a group we stated what we were trying to achieve so we could reach a consensus. The team knew not to discuss important issues when she was in a bad mood because she would shoot down every concept. The team definitely learned to compromise because all solutions were reached if she was in agreement. Compromising, not overreacting, avoiding further conflict, were just a few of the behaviors we had to learn to cope with the conflict given to our workgroup by a superior.


It has taken me a long time to separate conflict from a form a rejection. I must admit I would much rather have everyone in agreement but realize it is next to impossible. I sometimes have to remind myself that when conflict arises in the work place it is not directed at me as a person. Everyone has an opinion and has a right to state that opinion and be heard. I will remember the strategies learned here when dealing with a conflict and hope to walk away feeling like it was a win-win solution. Not every conflict I encounter in the future will be resolved, but at least I have some tools to incorporate to ensure I do all I can to foster discussion and respect.
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