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Executive summary

Conflicts within organisations often arise from diversity in roles and communication styles. In order to mitigate such conflicts, three principal models offer means of interventions, the Thomas-Kilmann Conflict Mode Instrument, Tuckman's Stages of Group Development, and Dialectical Tension Theory. While Thomas-Kilmann specifies methods of resolving conflicts, Tuckman's framework states that in-team resolution of personal disagreements is critical before effective group functioning, and finally, Dialectical Tension Theory maintains equilibrium between two opposing viewpoints. Organisations can prevent conflicts from reaching a boiling point through clustering roles, along with open discussions and thus turn diversity into a growth opportunity while ensuring a productive and successful workforce.
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Introduction

The Mitigation of conflicts from escalating depends heavily on collaboration as one of the essential conflict mitigation management strategies (Hamre et al, 2022). The successful management of conflicts takes place when people collaborate to achieve collective targets through suitable communication channels and trusted relationships and established methods. Three factors determine how successful a group becomes by enabling flexibility and proactive conflict mitigation and clarifying roles (Hietanen-Kunwald and Haapio, 2021). People tend to take up leadership roles and coordinator positions as well as problem-solving responsibilities based on what they do best. When work processes function smoothly alongside regular exchange of information conflicts tend to remain at a minimum level. The recognition of individual roles by group members leads to improved productivity which creates stable cooperative working environments. Pursuing effective conflict resolution produces enhanced relationship quality together with improved results along with enhanced innovative capacity.

Findings
The process of conflict mitigation needs purposeful modifications in behaviour when individuals grasp principles of conflict management and group conduct. Using Tuckman’s Stages of Group Development together with Dialectical Tension Theory and Thomas-Kilmann’s Conflict Mode Instrument gives people methods to predict and lower potential conflicts. The models enable effective communication with prevention of crises while facilitating productive engagement (Johnson et al., 2021). The implementation of these models helps groups avoid misinterpretations and enhances both team coordination and the transition process. According to Alvarado-Alvarez et al, (2021) demonstrate that purposeful strategies maintain the relationship between member requirements and group objectives thus preventing avoidable conflicts. 
Thomas-Kilmann Conflict Mode Instrument (TKI)
A total of five conflict-handling approaches exists within the Thomas-Kilmann model which includes competing, collaborating, compromising, avoiding, and accommodating (Kilmann, 2022, p.39). Conflicts get contained through early threat identification and the correct selection of interaction methods which avoid escalations (Shaikh et al, 2024). Teams will sustain productive operation through situational adjustments that reduce communication barriers.
For example, our group faced difficulties with task assignment responsibilities which produced problems between members. Different team members believed that their work responsibilities exceeded others' contributions. I dismissed at first that people understood their tasks without disagreement until tensions emerged. I made sure group members expressed their issues plainly during discussions before arguments began. The approach of clarifying expectations together with formal communication methods initially made many individuals wary but ultimately made them less tense. I observed how misunderstandings started to diminish which brought the attention of the team members back to focus on project goals without personal conflicts. The lesson I learned from this experience demonstrates how quick actions and direct communication stop conflicts from growing worse.
Tuckman’s Stages of Group Development
Teams move through five stages identified in Tuckman’s model including forming, storming, norming, performing and adjourning (Robb, 2022, pp.107-115). Teams during the storming phase encounter several obstacles because of conflicting work habits and misunderstandings and trust issues arise. The immediate resolution of early conflicts proves necessary to sustain team drive and stop long-lasting dissention.
For example, one particular observation showed that a few team members controlled dialogue which prevented other members from willingly participating. Decisions were delayed while frustration increased because of the uneven distribution of voice in the team. My first hypothesis was that quiet members wanted to remain silent which proved wrong when I noticed they felt inadequate in team conversations. A structured speaking system with equal contribution time for everyone was implemented prior to open discussions to address this issue. Open resistance faded when members were shown how fairness benefits the group. Meetings evolved to become more effective as well as producing useful ideas from members who had not previously spoken before. The experience demonstrated that strategic actions create balanced communication that promotes group inclusivity while stopping dissatisfaction from developing in the long term.


Dialectical Tension Theory
The Dialectical Tension Theory exists to harmonize personal requirements with organisational work expectations (Rice, 2022, p.115187). Workplace tensions emerge because individual work approaches differ from what teams need which causes team members to withdraw or feel dissatisfied. Conflict mitigation strategies which are implemented properly support both motivation and collaborative work.
For example, within my observation I noticed team members maintained different attitudes toward their project work which led some members to seek flexible schedules while others demanded strict deadlines. The incompatible work styles between structured and flexible workers led both groups to experience antagonism towards each other. I organized a discussion to allow team members express their concerns and preferences in order to reduce conflicting attitudes. The team found agreement to establish important deadlines as part of a compromise design that supported different work approaches among team members. Through this approach the project could deliver its defined milestones without forcing anyone to work in ways that did not suit their style. Our team avoided work-related issues by actively acknowledging our variations early on so resentment and disengagement did not occur. Proactive planning strategies that maintain structure but adaptability lead to work productivity together with acceptance of different work methods. Learning to communicate openly proved essential together with compromise to Mitigating conflicts from worsening.
 
Application in Team Participation
Conflict mitigation models deployed in the workplace protect small conflicts from turning into major issues that affect teamwork and productivity rates. Personal requirements merge with organisation objectives when resistance management occurs at initial stages. According to Lakhamraju (2025), how a transparent task tracking system brought fewer conflicts over workloads during event planning procedures. Efficient time management systems enabled swift decisions and it emphasis on clear communication led to less confusion and better operation efficiency (Javaid et al., 2022).
 
 
 
 
Conclusion
 
Conflict mitigation requires structured models which include Dialectical Tension Theory alongside the Conflict Mode Instrument of Thomas-Kilmann and Tuckman’s Stages of Group Development model. The conceptual frameworks enable people to detect difficulties before they worsen so they can implement suitable solutions to halt deterioration. Active Conflict mitigation creates stronger bonds between people as well as improved team work.
Honest dialogue and mutual respect together with adaptive workplace attitudes form barriers to disrupt organisational progress. Early intervention through mediation and negotiation fosters a constructive work environment. A workplace that employs official conflict resolution frameworks will develop enhanced innovation while achieving increased operational durability. The implementation of both effective communication systems along with Conflict mitigation frameworks leads to enduring success through their creation of respectful work cultures based on finding solutions.
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