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The purpose of this essay is to highlight the difficulty of managing conflicts in workplace teams and the impact it has on the organisation and its team members.
To begin examining the channels of managing conflicts in workplace teams, we are required to define the topic’s key words such as conflict and workplace teams.
According to Isenhart & Spangle (2000), the conflict is difficult to define in a specific situation due to its many overlapping dynamics and processes that can focus on a combination of factors considering the circumstances and behaviours of the involved parties leading up to the conflict.
The workplace teams can be defined as groups of individuals working within the same organisation that are required to collaborate on the same subjects, tasks and objectives, having similar end goals in sustaining the business environment and its progress. According to Mullins & McLean (2019), discord and disagreement are probable if organisational and personal ambitions are pulled in opposite directions, and performance will suffer as a result. In an ideal world, people would achieve their own goals while assisting the organisation in meeting its objectives. Only when organisational goals are shared by all members of the organisation can perfect integration be realised.
In order to study the implications of conflict within workplace teams, the focus has to be split between the manager in charge of the workplace and the methods of conflict resolution as well as the impact on the individuals directly implicated in the conflict.
While looking into the responsibilities of a manager working for an organisation, regardless of the number of direct reports, conflict resolution is a task often completed. When people work together, conflict is unavoidable, and it's one of the most challenging difficulties managers face. Managers who have a non-judgmental appreciation of differences and are open to consider other perspectives or solutions are better managers of conflict with their direct subordinates.
According to Popejoy, et al (2002), the leaders that are proven to be successful, understand  conflict management as being an instrumental part of maintaining effective interpersonal relationships. By setting the right level of expectations in order to obtain the desired results, the conflict between workplace team members can be avoided, however the reality is that frequently, change within the organisation will attract conflicts.
Conflict resolution is defined as “the method and manner in which a person attempts to eliminate or minimize a dispute between or among parties” (Carter & Byrnes, 2006, p.4). According to the same Carter & Byrnes (2006), a conflict resolution method is a set of behaviours and perspectives that are utilised to cope with a given conflict situation. There are several conflict resolution methods: avoiding, accommodating, compromising, forcing, and collaborating. Which method is chosen depends on the parts involved in the workplace conflict and the circumstances leading to conflict.
Avoiding is the first method to review and this method is a passive form of acknowledging the conflict, yet deciding to not engage and react by withdrawing.
Accommodating or appeasement is the second method in which one part of the conflict is passively giving in to the other part at the price of some of their own requirements.
Compromising is the third conflict resolution method and it balances the gains and losses on both parties. A party ready to compromise is believed to be fair and reasonable in labour-management disputes, whereas a party reluctant to compromise is thought to be unyielding and unjust. The party who compromises repeatedly, on the other hand, is sometimes labelled as unprincipled.
Forcing is the fourth and aggressive method of conflict resolution as it involves one party considering their needs above all else and not making allowance for the other party. In organisations, one party may win a specific argument by imposing its will on the other, but this would severely harm an ongoing relationship and, as a result, eliminate the potential of future initiatives with the other side.
Collaborating is the fifth and final method of conflict resolution where both parties could finalise as winners. This technique assumes that both sides have legitimate goals in mind, and imaginative thinking may convert a conflict into a way for both parties to attain their goals.
When addressing conflict resolution in changing workforce, the diversification of dimensions such as culture, race, ethnicity, age, gender and disability has proven to be instrumental in the world of work. “Steadily disappearing are the days when the typical organization had men as managers and supervisors, women as clerical workers, people of color as production-line workers or cleaning staff, older workers being forced into retirement, and disabled individuals nowhere to be found. This social diversification has been accompanied by a cultural change in which individuals of all backgrounds are quicker to speak up in the face of perceived or real mistreatment or exploitation and, moreover, have the means to address these issues via litigation, arbitration, assistance from government agencies and labor relations boards, and increased union representation in the white-collar workforce.” (Carter & Byrnes, 2006, p.12)
In every context, no one particular conflict resolution strategy is optimal. Different situations necessitate different methods. Collaborating is generally regarded as a positive strategy, but forcing, particularly when used against you, is regarded as a negative strategy.
One strategy for resolving conflict is negotiation, which is a two-way dialogue used to establish an agreement. When bargaining, negotiators might use a forcing, compromising, avoiding, accommodating, or cooperative technique.
When it comes to negotiating, managers are most likely to adopt three strategies: forcing, compromising, and collaborating. When time is limited and the negotiator has more power than the opposite side, forcing works best. This technique involves one person attempting to impose their solution on the other. One downside of this technique is that the winner may often turn the loser into a resentful adversary.
As claimed by Carter & Byrnes (2006, p.115), the majority of “people adopt a compromising approach. In fact, negotiation is often defined as the process of compromising in order to reach agreement”. Because either parties win and lose some points, this approach is considered fair. However, this technique has the drawback of encouraging both sides to pursue extreme stances. Most negotiators begin with inflated demands since the bargaining process moves to a middle ground stance. Compromise-oriented negotiators can overlook opportunities to settle disagreement in mutually beneficial ways in their rush to achieve an agreement.
Workplace teams can suffer from conflicts and conflict resolution is an important task in a manager’s work life. Politics is a part of organisational life, and it has been since the inception of organisations. Various strategies are employed, but the essential objectives appear to be the same - to create friends while avoiding making enemies in order to achieve personal, departmental, team, and organisational objectives.
The assertions and conclusions reached regarding conflict will be influenced by the adopted perspective. Furthermore, the theoretical perspective adopted will influence the method selection. Investigating the source of the conflict helps managers decide their course of action, method of conflict resolution and chose their negotiation strategy in order to maintain the value of workplace teams’ desired collaborative goals that will ensure the business’s continuous progress.
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