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Conflict:
S. P. Robbins & T. A. Judge, (2008) suggested conflict is “A process that begins when one party perceives that another party has negatively affected, or is about to negatively affect, something that the first party cares about.”
“Conflict is an everyday occurrence and it is not necessarily a problem. However, it can easily become a problem if difficulties are allowed to escalate” (Thompson, 2013).
Conflict is an unavoidable part of life, including working life. While it is generally recognized in negative terms and therefore defined as something to be concerned about, conflict is not necessarily a problem and can have significant positive factors at times.
Levels of conflict:
There are at least four main levels of conflict, each of which has significant implications.
Everyday interactions: this refers to day-to-day situations where people disagree with one another or somehow get in each other’s way.
Raised tensions: this refers to situations that have evolved beyond everyday interactions in terms of pressure and where there is clearly an edge to the situation.
Aggression: this is where we have reached a level of more than just a hint of hostility, where people are perhaps being rude and disrespectful to each other.
Violence: this is where, in a sense conflict reaches its ultimate level of destruction, where people are either physically attacking each other or one person is attacking at least one other. This is a very harmful situation when it arises, not only because of physical injury, but also because of negative effect on emotional well-being.
The negative effects of conflict:
Conflict can do a lot of harm. It may not be understood, just how broad ranging this harm can be and how much of a negative impact it can have on a team or a workplace. Listed below are the possible negative effects of conflict:
· Stress 
· Bullying or harassment
· Poor teamwork
· Communication breakdown
· Poor performance
· Discrimination
· Grievances
· Departures
· Low morale
· Aggression and violence






The positive potential of conflict:
One of the interesting things about conflict in a workplace is that, despite its immensely destructive potential, there is also considerable positive potential involving conflict. 
Conflict can have positive consequences in any of the following areas or in any combination of them:
· Clearing up misunderstanding and establishing better communication
· Improve creativity and innovation
· Highlighting underlaying problems
· Boosting confidence
· Serving as a basis of learning
· Earning respect

Managing conflict:
Conflict management is the practice of being able to identify and handle conflicts sensibly, fairly, and efficiently. Since conflicts in a business are a normal part of the workplace, it is important that there are people who understand conflicts and know how to resolve them. This is important in today's marketplace more than ever. Everyone is determined to show how valuable they are to the business they work for and at times, this can lead to differences with other members of the team.
Conflicts can resolve in two key teams’ assertiveness and cooperativeness.
Assertiveness is a communication method. It is being able to express one’s emotions, ideas, values, and opinions in an unrestricted manner that doesn’t breach the rights of others.
Cooperativeness is a personality characteristic concerning the degree to which a person is generally agreeable in their interactions with other people as opposed to aggressively self-centred and hostile.
Kenneth Thomas and Ralph Kilmann developed five conflict resolution strategies that people use to handle conflict, including avoiding, defeating, compromising, accommodating, and collaborating.
The five conflict-handling modes
The Thomas-Kilmann Conflict Mode Instrument (TKI) assesses an individual’s behaviour in conflict situations that is, situations in which the concerns of two people appear to be incompatible. In conflict situations, we can describe a person’s behaviour along two basic dimensions: (1) assertiveness, the extent to which the individual attempts to satisfy his or her own concerns, and (2) cooperativeness, the extent to which the individual attempts to satisfy the other person’s concerns. These two dimensions of behaviour can be used to define five methods of dealing with conflict. These five conflict-handling modes are shown below:
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Competing:
Competing is assertive and uncooperative, a power-oriented mode. When competing, an individual follows his or her own concerns at the other person’s expense, using whatever authority seems appropriate to win his or her position. Competing might mean standing up for your rights, protecting a position you believe is correct, or simply trying to win.
Collaborating:
Collaborating is both assertive and cooperative. When collaborating, an individual attempt to work with the other person to find a resolution that fulfils the concerns of both. It involves digging into a problem to identify the fundamental concerns of the two individuals and to find an alternative that meets both sets of concerns. Collaborating between two persons might take the form of exploring a dispute to learn from each other’s perceptions, resolving some condition that would otherwise have them competing for resources, or encountering and trying to find an innovative solution to an interpersonal problem.
Compromising:
Compromising is intermediate in both assertiveness and cooperativeness. When compromising, the objective is to find an appropriate, mutually acceptable solution that partially satisfies both parties. Compromising falls on a middle ground between competing and accommodating, giving up more than competing but less than accommodating. Likewise, it addresses an issue more directly than avoiding but doesn’t explore it in as much depth as collaborating. Compromising might mean splitting the difference.
Avoiding:
Avoiding is unassertive and uncooperative. When avoiding, an individual does not instantly pursue his or her own concerns or those of the other person. He or she does not tackle the conflict. Avoiding might take the form of discreetly sidestepping an issue, postponing an issue until a better time, or simply withdrawing from a threatening situation.
Accommodating:
Accommodating is unassertive and cooperative, the opposite of competing. When accommodating, an individual neglect his or her own concerns to satisfy the concerns of the other person; there is an element of self-sacrifice in this approach. Accommodating might take the form of selfless generosity or charity, obeying another person’s order when you would prefer not to, or surrendering to another’s point of view.
All five modes are useful in some situations: each represents a set of useful social skills. Our conventional wisdom recognizes, for example, that often “Two heads are better than one” (collaborating). But it also says, “Kill your enemies with kindness” (accommodating), “Split the difference” (compromising), “Leave well enough alone” (avoiding), and “Might makes right” (competing). The effectiveness of a given conflict-handling mode depends on the requirements of the specific situation and the skill with which you use that mode. 
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Group meeting to decide each member assignment task
	
07/02/19
	
07/02/19
	
All members

	
The difference between groups and teams, the characteristics of effective teams
	
07/02/19
	
26/02/19
	
Mohammed Ziaur Rahman

	
Group dynamics
	
07/02/19
	
26/02/19
	
Misba Chowdhury

	
Conflict handling and reward and recognition
	
07/02/19
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Shahidur Rahman

	
Speaker notes write-up
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All members

	
Team meeting to discuss slides and co-ordination for the presentation
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20/02/19
	
All members

	
Team presentation rehearsals
	
27/02/19
	
27/02/19
	
All members
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Thomas-Kilmann Conflict Modes

Competing Collaborating

¢ Lero-sum orientation + Expand range of possible options
+ Win/lose power struggle + Achieve win/win outcomes

ASSERTIVENESS

Focus on my needs,
desired outcomes

and agenda

Compromising
+ Minimally acceptable to all
+ Relationships undamaged

Avoiding Accommodating

+ Withdraw from the situation + Accede to the other party
] + Maintain neutrality + Maintain harmony
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COOPERATIVENESS

Focus on others’ needs and mutual relationships




