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Conflicts in the workplace lead to a myriad of negative organisational outcomes including but not limited to lower engagement, counterproductive work behaviour, lower productivity, and more (Liddle, 2017). Effective management of workplace conflicts enables leaders to be more trustworthy to their subordinates and provides various other organisational benefits, making workplace conflict management a very important issue. In this report, various strategies that can be used for managing conflicts in the workplace has been discussed and analysed.
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[bookmark: _Toc75484148]Application of Emotional Intelligence for Conflict Management
Emotional intelligence enables a person to control own emotion and manage interpersonal relationships empathetically and by understanding the emotional state of others (Zhang, Chen, and Sun, 2015). Research has shown the emotional intelligence can be used for effective management of conflict resolutions in the workplace. The study of Abas et al. (2010) showed that the higher the emotional intelligence of the managers in the workplace, the higher the use of compromising and integrating styles and strategies for managing conflict, leading to a higher success rate in managing conflicts among employees. The key takeaway here is to understand the emotional aspect of the problem rather than using strict processes to deal with a conflict. Strict rules are not always the answer for managing workplace conflict. However, this doesn’t mean that managers always have to use compromising styles for conflict management. Different situations might need different styles. 
The study of Zhang, Chen, and Sun (2015) found that the use of emotional intelligence positively influences the use of compromising, integrating, and dominating styles of conflict management, which leads to successful conflict management. This means that managers can use different types of conflict management styles and the use of emotional intelligence helps to achieve the expected outcome. This is significantly important. Workplace conflicts are complex, requiring various types of conflict management strategies. In this regard, emotional intelligence can help managers assess the situation properly and apply the right strategy to achieve the expected outcome. 
[bookmark: _Toc75484149]Effective Leadership and Management Styles for Conflict Management
Researchers have found various results on effective leadership styles for conflict management. The study of Saeed et al. (2014) found that transformational leaders use integrating, transactional leaders use compromising, and laissez-faire leaders use avoiding conflict management styles. The question here is which leadership style works best for conflict management? There is no universal leadership and conflict management style for managing workplace conflicts. In this regard, Abas (2010) stated that conflict management is a complex process and requires different types of strategies based on the situation. The study of Zia and Syed (2013) offers valuable insights into managing different types of conflicts in workplace teams. The study found that to manage task conflict, the avoidance approach can provide a good result, but only for short time. To resolve differences in values conflict, managers can encourage everyone to participate in leisure activities everyone prefers, the study suggested. The authors also suggested that to resolve conflict originating from differences in payment, supervisors can focus on setting new goals. Zia and Syed (2013) suggested using the competing style of management to manage conflicts arising from miscommunication and use the accommodating style of conflict management to resolve conflicts arising from sharing limited resources. 
The above analysis shows that no leadership or management style is uniquely suited to resolve different types of conflicts. Therefore, managers and leaders have to assess the situation and apply the management style that suits the most to the situation. 
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Diversity and inclusion can provide excellent results in terms of conflict management. Differences between culture, values, norms, and culture can be the roots of conflict in teams in the workplace. The study of Nishii (2013) found evidence that creating a climate for inclusion can contribute to reducing conflict in diverse teams. Nishii (2013) recommended ensuring access to resources regardless of a group’s identity, creating opportunities and expectations for people from diverse backgrounds, and encouraging joint problem-solving efforts with people from different groups to solve problems. However, the study of Sabharwal (2014) found that diversity management alone is not the answer. The views of individuals and the issue of self-esteem must be considered for teams to perform efficiently.
Diversity and conflict management are interrelated. There are other ways of resolving conflict arising from diversity issues. Valentino (2017) stated that conflict management can be effective in creating social bonding that enables effective diversity management. However, they argued that the approach to conflict resolution is not sustainable rather conflict transformation strategies should be used for sustainable results as this will create a mindset of accepting that different people like to do things differently. As this approach provides a sustainable solution to conflict management related to diversity, this approach should be prioritised by managers to resolve conflict among people from different groups.
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HR policies play a significantly important role in conflict management. Creating a set of organisational policies that clearly communicates the problems of conflict, the ways conflict should be managed, and the repercussions of creating unnecessary conflict in the workplace can go a long way in resolving conflicts in the workplace (Liddle, 2017). Employees not having clear ideas about the work procedures, organisational rules and regulations, and management styles might cause conflicts to arise in teams. HR managers in the workplace here must clearly communicate to the employees the HR policies. Employees having a good understanding of the HR policies will result in a reduced level of conflicts in the workplace (Liddle, 2017).
The monitoring policies should be strong and employees must not be afraid to report conflicts. Many employees do not report conflict or problems they are facing in the workplace because of poor monitoring and conflict management strategies (Saeed et al. 2014). The HR strategies for conflict reporting and management must be very supportive and provide effective solutions rather than creating new problems for the employees and teams.  

[bookmark: _Toc75484152]Conclusion 
Conflict in teams harms an organisation. Effective strategies to resolve team conflicts must be taken. In this regard, emotional intelligence can be applied. Managers can use different types of strategies for managing conflicts. Applying emotional intelligence increases the effectiveness of these strategies. Based on leadership styles, management styles for managing team conflict can be different. However, leaders should understand the effectiveness of conflict management styles. Avoidance style can be effective in resolving task conflict, setting new goals can help to resolve conflict originating from payment differences, and accommodation style can be effective in resolving conflict arising from sharing limited resources. Leaders need to understand the applicability of different conflict management styles in different situations. Managers should try to achieve conflict transformation to provide a sustainable solution to the diversity-related conflict. Finally, HR policies on conflict management should be clear and employees should not be afraid to report conflicts. 
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