Conflict management
Conflict can be defined as ‘’a process which begins when one party perceives that another party has negatively affected, or is about to negatively affect, something the first party cares about’’. Buchanan and Huczynski (2004).
Conflicts can be either constructive or destructive, depending on how they are handled. Constructive conflicts can facilitate innovation, promote growth and development, and improve relationships. On the other hand, destructive conflicts can lead to escalated tensions, breakdown of communication and relationships, and even violence.
Effective conflict management involves understanding the root causes of the conflict, acknowledging all parties’ perspective, and working towards a mutually beneficial resolution.

Tuckman Storm stage
In storm stage, conflict can arise due to a variety of reasons, such as differences in personalities, goals or values. The following are some conflict management strategies that can be used in the Storm stage to help groups overcome their challenges and move forward towards achieving their goals:
1. Encourage open communication- Communication is crucial in this stage. Group members should be encouraged to express their concerns, ideas, and opinions openly and without fear of judgement.
2. Define the roles and responsibilities: establishing clear roles and responsibilities can help to minimize conflicts caused by confusion or ambiguity in the group.
3. Identify common goals and emphasize the importance of teamwork: in this stage it is important to identify common goals that the group members can work towards.
In conclusion, effective conflict management is essential in the Storm stage of group development. Effective communication, clear roles and responsibilities, common goals the use of mediation, when necessary, will help the team to overcome conflicts, moving towards Norming and Performing stages.
 Kilmann’s model of conflict management consists of five different conflict-handling styles:
Competing- reflects a win-lose approach. Helpful when quick and decisive action is required. Its overuse can lead to reducing relationship quality and lower trust between parties.
Collaborating- the most effective but the most difficult to accomplish. High degree of concern for both self and others, which reflects win-win attitude. Most useful when issues are complex.
Compromising- it aims to find temporary solutions that is satisfactory for both parties. Useful when parties seek a quick solution, and there is no need to maintain relationships.
Avoiding- The strategy involves delaying or withdrawing from a conflict. It is useful when there is a need to buy time and when issues are trivial. May lead to issues being unresolved or aggravated and lack of trust.
Accommodating- Useful when parties seek to maintain good relationships, and when there is a need to show good-will. The overuse of it may lead to suppression of issues and eventually resentment and bitterness among parties.
Belbin’s model of conflict management
 One of the key principles in this theory is that conflict can arise from a mismatch between an individual’s preferred team role and their assigned role.
Belbin categorized team roles into nine different categories, each representing a specific set of skills, strengths, and weaknesses.
With Belbin’s theory, conflict management is not solely focused on resolving disputes but also on preventing future conflicts. Regular assessments of team roles and dynamics can help identify potential conflicts before they arise.
Overall, these three theories provide valuable insights and tools for conflict management in both individual and team-based settings. By understanding and applying these frameworks, individuals and teams can effectively manage conflicts and achieve their goals in a constructive and collaborative manner.








References:
Belbin, M.R. (2012) Team roles at work. 2nd ed. Oxford: Butterworth-Heinemann.
Brown, J.G. (2012) ‘Empowering Students to Create and Claim Value through the Thomas-Kilmann Conflict Mode Instrument’, Negotiation journal, 28(1), pp. 79–91. Available at: https://doi.org/10.1111/j.1571-9979.2011.00327.x.
Buchanan, D. and Huczynski, A. (2004) Organizational Behavior: An Introduction Text (Instructor’s Manual). Prentice Hall: Harlow, UK.
Conflict Management (2007). Victoria (Australia): Video Education Australasia.
Forsyth, D.R. (2010) Group dynamics. 5th ed. Belmont, Calif: Wadsworth Cengage Learning.
Negotiation and conflict management research. (2008). Oxford;: Blackwell Pub.
Thomas, K. w., & Kilmann, r. h. (1974). Thomas-Kilmann conflict mode instrument (TKI)
Tuckman, B.W. and Harper, B.E. (2012) Conducting educational research. 6th ed. United States: Rowman & Littlefield Publishers.

