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Abstract 

 Conflict is an inherent part of human interactions, and its effective management is crucial for 

maintaining healthy relationships and achieving organizational success. This paper explores 

various aspects of conflict management, focusing on its importance, types, causes, and 

consequences. Additionally, it examines key strategies and techniques for managing conflicts, such 

as mediation, constructive confrontation, and conflict resolution models. It also highlights the role 

of collaboration, emotional intelligence, and empathy in conflict management. Furthermore, it 

discusses conflict management in different contexts, including workplace, interpersonal 

relationships, and educational settings. The discussion emphasized the significance of proactive 

conflict management in preventing escalation and promoting positive outcomes. They underscore 

the benefits of fostering collaboration, and a culture of constructive conflict   resolution. The 

recommendations among others are investing in conflict management training, establishing 

mediation and facilitation processes, promoting emotional intelligence and empathy, fostering 

collaboration and teamwork, developing conflict resolution policies, and continuously evaluating 

conflict management efforts. By implementing these recommendations, organizations can cultivate 

an environment that effectively manages conflicts, enhances relationships, and drives 

organizational growth. 

Keywords: Conflict, Conflict Management, Strategies, Conflict Management strategies, 

Educational Administrators, In- House Tension. 

Introduction 

      Conflicts are an inherent part of human interactions, arising from differences in perspectives, 

goals, values, and interests. Whether in personal relationships, workplaces, or educational settings, 

conflicts can have significant implications for individuals and organizations if not effectively 

managed. Therefore, the field of conflict management has emerged as a vital area of study and 

practice aimed at understanding and resolving conflicts in constructive and conducive 

environment.  Conflict can be defined as a disagreement or clash between two or more parties 

characterized by incompatible goals, interests, or values. (Merriam-Webster Dictionary, 2023).  

Conflict is any divergency of   interests, objectives or priorities   between individuals, groups, or 

organization (Kulo and Ambrose,2014). Conflict is something that naturally occur and cannot be 
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avoided in social interactions within the organization (Larasat and Raharja, 2019).  It is a natural 

and inevitable aspect of human interaction and can occur at various levels, including interpersonal, 

group, and organizational levels. Conflict can take different forms, such as task-related conflicts 

(disagreements over work processes or goals), Conflict can generate into stress and discomfort due 

to the fear of unknown, thus it is a depressing and frustrating state between the individuals and 

parties involved. (Adhambo and Enose, 2011) 

    Conflicts can be classified into two dimensions: concern for self and concern for others. By 

examining these two dimensions, The Thomass -Kilmann conflict model provides a valuable lens 

through which conflicts can be analyzed and managed. (Ogunyemi, et al 2010) and Thomas- 

Kilmann (2022).   Furthermore, the Thomas-Kilmann Conflict Model Instrument (TKI), derived 

from this framework, offers a practical tool for assessing individuals' preferred conflict 

management styles, such as competing, collaborating, compromising, avoiding, or 

accommodating.   Organizational contexts, such as the workplace and educational settings, have 

been explored as specific contexts for conflict management, therefore, management is necessitated 

to enhance learning, and group outcome, including effectiveness or performance in an 

organizational setting. (Wikipedia, 2020).   The role of organizational culture, leadership, and 

policies in shaping conflict management practices, creating a culture that values open 

communication, promoting respect, and encouraging the constructive resolution of conflicts has 

been found to contribute to the overall effectiveness of conflict management strategies.  

Additionally, training programs aimed at developing conflict management skills among employees 

and educators have shown promising results in enhancing conflict resolution capabilities.  

Chandolia, & Anastasiou, (2020).   While the existing literature provides valuable insights into 

conflict management, several gaps and areas for future research remain, further exploration of 

cross-cultural and gender differences in conflict management styles, the impact of technology-

mediated communication on conflicts, and the effectiveness of specific conflict resolution 

strategies in different cultural contexts would contribute to a more comprehensive understanding 

of this field.  (Runde & Flanagan, 2008).  

 

Conflict Management in Educational Administration 
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    Educational administrators play a crucial role in managing conflicts within educational 

institutions. Their responsibilities include creating a conducive environment for learning and 

growth, ensuring smooth functioning of the institution, and resolving conflicts that may arise 

among various stakeholders. Administrators are responsible for promoting a positive and 

collaborative atmosphere, addressing conflicts promptly and impartially, and maintaining the 

overall harmony within the educational community. Nwaham, (2020), Hum, (2022) and Coursera, 

(2022). Conflict management is the practice of being able to identify and manage conflict sensibly, 

fairly and efficiently. It is a process that deals with incompatibilities or disagreement arising 

diverging opinion, need, objective etc. 

       Managing conflicts among teachers can be particularly challenging for educational 

administrators. Some common challenges they may face include:                                                                                                                              

Teachers    may have different approaches to teaching and conflicting personalities, which can lead 

to clashes and disagreements, in academic settings, there can be a sense of competition among 

teachers for recognition, promotions, and research opportunities, this competitiveness can 

contribute to conflicts if not managed effectively,  teachers often value their academic freedom 

and autonomy, which can sometimes clash with administrative policies and decisions, balancing 

these conflicting interests can be a delicate task for administrators, and  inadequate communication 

or misunderstandings can escalate conflicts among  teachers.  Administrators need to ensure 

effective communication channels and address any communication gaps to prevent conflicts from 

escalating. 

 Strategies and best practices for administrators in effectively managing 

conflicts: 

   To effectively manage conflicts among teachers, educational administrators can implement the 

following strategies and best practices:   Encourage an environment of open and honest 

communication, where teachers feel comfortable expressing their concerns and grievances. 

Establish regular channels for communication, such as faculty meetings or forums, to address 

conflicts and foster understanding. Foster a positive and inclusive organizational culture that 

promotes collaboration, respect, and appreciation for diversity. Encourage teamwork, collegiality, 

and mutual support among teachers to minimize conflicts.  Offer training and development 

programs to enhance conflict management skills among teachers.  Provide workshops or seminars 
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on effective communication, negotiation, and mediation techniques to empower the teachers with 

the necessary tools to resolve conflicts amicably.  In complex or persistent conflicts, administrators 

may seek external support, such as professional mediators or conflict resolution specialists, to 

facilitate the resolution process. External experts can provide unbiased perspectives and help 

navigate conflicts that require a neutral third party.  The administrator can also adopt the following 

management skills; communicating clearly, empathetically, patience job application, apologizing, 

avoiding, punishing, being present, calmness, impartiality, intuitiveness, ability to let it go 

positively, respecting differences, stress management, and ability to take criticism.  (Doyle, 2020). 

 CAUSES OF CONFLICTS 

     Common causes of conflicts Include differences in goals, values, communication breakdown, 

and resource allocation: Conflicts often arise when individuals or groups have different goals or 

objectives. When there are incompatible interests or competing priorities, conflicts can emerge as 

parties seek to advance their own agendas. Conflicts can stem from differences in personal or 

organizational values. When individuals or groups hold contrasting beliefs, ethical principles, or 

cultural norms, it can lead to disagreements and tensions. 

 Inadequate or ineffective communication is a common cause of conflicts. Misunderstandings, 

misinterpretations, and poor listening can create friction and escalate conflicts. Communication 

breakdown can occur due to language barriers, lack of clarity, or nonverbal cues being 

misinterpreted.  Conflicts may arise when there is competition or perceived inequity in the 

allocation of resources such as funding, time, or opportunities. Limited resources can trigger 

conflicts as individuals or groups vie their share or feel that their needs are not being met fairly. 

(Corvette, 2007), (Valente, Laurenco and Nemeth, 2020) 

 Consequences of unmanaged conflicts: 

      Unresolved conflicts can strain relationships and create a hostile or tense atmosphere. 

Interpersonal conflicts can lead to resentment, distrust, and animosity between individuals. 

Intragroup or intergroup conflicts can fracture teamwork, collaboration, and cooperation.  

Conflicts that remain unaddressed can hamper productivity and performance. When conflicts 

persist, they can divert time and energy away from productive activities, create distractions, and 
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decrease motivation. Unmanaged conflicts can disrupt workflow and hinder the achievement of 

goals. 

 Unresolved conflicts can have a significant emotional impact on individuals. They can cause 

stress, anxiety, frustration, and anger. Prolonged conflicts can lead to emotional exhaustion and 

contribute to a negative work or learning environment. Unmanaged conflicts have the potential to 

escalate, becoming more intense and damaging over time. Ignored or suppressed conflicts can 

resurface later with greater intensity, making resolution more challenging. In educational settings, 

unmanaged conflicts can result in organizational dysfunction. They can lead to a breakdown in 

communication, decreased morale, increased turnover, and a toxic work or learning environment. 

Unaddressed conflicts can hinder collaboration, innovation, and the achievement of educational 

objectives. 

Types of conflicts. 

    Conflict occurs between individuals or among small groups. It involves disagreements, tensions, 

or clashes of interests, needs, or values. Interpersonal conflicts can arise from personal differences, 

misunderstandings, or conflicting objectives. 

   Intragroup conflict refers to conflicts that occur within a group or team. It involves disagreements 

and tensions among members of the same group. Intragroup conflicts can stem from differences 

in opinions, roles, or approaches to tasks. They can arise due to conflicting goals, power struggles, 

or communication issues within the group. Intergroup conflict occurs between different groups or 

entities. It involves tensions, disputes, or competitions between groups with distinct identities or 

interests. Intergroup conflicts can arise due to competition for resources, conflicting ideologies, or 

perceived threats to group identity. Examples include conflicts between departments within an 

organization, rival sports teams, or cultural clashes between different communities. Five major 

conflict management styles include collaboration, competing, avoiding, and compromising 

Thomas -Kilmann (2022). And Coursera, (2022). 

Conflict Management Strategies and Techniques 

      Mediators and facilitators play crucial roles in guiding conflict resolution processes and 

helping parties involved in conflicts reach mutually acceptable solutions.  (Sarpkaya, 2014) 
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      Mediators are neutral third parties who facilitate communication and negotiation between 

conflicting parties. They act as intermediaries, assisting in the exploration of underlying issues, 

identifying common interests, and promoting understanding and cooperation. Mediators help 

parties find creative solutions that address their needs and concerns while maintaining a balanced 

and impartial approach. 

Facilitators also act as neutral third parties but focus more on managing the process of conflict 

resolution. They create a structured and safe environment for dialogue, ensuring that all parties 

have an equal opportunity to express their views and concerns. Facilitators help manage emotions, 

encourage active listening, and guide the discussion toward productive outcomes. They may use 

various techniques and tools to facilitate effective communication and collaboration. 

Both mediators and facilitators are trained professionals skilled in conflict resolution techniques, 

communication strategies, and problem-solving approaches. They do not impose solutions but 

instead empower the conflicting parties to find their own resolutions. 

 Mediators and facilitators are unbiased and impartial, which helps create a fair and balanced 

environment for resolving conflicts. Their neutrality enhances the perception of fairness and 

encourages parties to engage in open and constructive dialogue. 

  Complex conflicts often involve deep-seated issues, emotional dynamics, and breakdowns in 

communication.  

Mediators and facilitators guide parties in exploring interests, needs, and underlying concerns. 

They help reframe the conflict from a win-lose mindset to a problem-solving orientation, 

encouraging parties to generate creative and mutually beneficial solutions. By facilitating 

constructive problem-solving, complex conflicts can be effectively addressed. 

  Complex conflicts can strain relationships and make resolution seem impossible.  By maintaining 

and repairing relationships, parties can work together more effectively in the long term.  Mediators 

and facilitators empower conflicting parties to actively participate in the resolution process. They 

encourage ownership of the solutions reached, as parties have a direct say in shaping the outcomes. 

This promotes commitment to the agreed-upon solutions and increases the likelihood of successful 

implementation. 
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  In complex conflicts, reaching a resolution can be time-consuming and costly. Mediation and 

facilitation can expedite the process by streamlining communication, managing emotions, and 

focusing on productive problem-solving. This can save valuable time and resources compared to 

lengthy legal proceedings or prolonged internal dispute. By utilizing mediation and facilitation as 

conflict management strategies, educational settings can effectively address complex conflicts, 

restore relationships, and foster a collaborative and inclusive environment. 

 Conflict Resolution Models 

 Conflict resolution models such as the Thomas-Kilmann Conflict Mode Instrument (TKI) 

or the Win-Win Approach: There are several popular conflict resolution models that provide 

frameworks and strategies for effectively managing conflicts. Two widely recognized models are 

the Thomas-Kilmann Conflict Mode Instrument (TKI) and the Win-Win Approach. Ogunyemi et 

al (2010) 

  The TKI model presents five conflict-handling modes: competing, collaborating, 

compromising, avoiding, and accommodating. Each mode represents a different approach to 

conflict resolution based on assertiveness (the degree to which one seeks to satisfy their own needs) 

and cooperativeness (the degree to which one seeks to satisfy others' needs). The TKI model helps 

individuals understand their preferred conflict-handling style and provides insights into the 

appropriate use of different styles in various conflict situations. The Win-Win Approach, also 

known as principled negotiation or collaborative problem-solving, focuses on seeking mutually 

beneficial outcomes. This approach emphasizes open communication, active listening, and 

exploring common interests to find creative solutions. The Win-Win Approach encourages 

individuals to separate people from the problem, generate options, and work together to reach 

agreements that address the underlying needs of all parties involved. These conflict resolution 

models can be applied in various conflict scenarios, whether they occur in educational settings, 

professional environments, or personal relationships. The application and benefits of these models 

include: 

      Conflict resolution models promote effective communication by encouraging active listening, 

understanding different perspectives, and expressing oneself assertively and respectfully. This 

enhances the clarity of messages and reduces misunderstandings, leading to better conflict 



9 | P a g e  
 

management outcomes, these models emphasize collaboration and cooperation by encouraging 

individuals to work together to find mutually beneficial solutions. By focusing on common 

interests and shared goals, conflicts can be transformed into opportunities for collaboration and 

innovation. Conflict resolution models provide structured frameworks for creative problem-

solving. They encourage individuals to think beyond rigid positions and explore alternative options 

and compromises. This approach fosters a spirit of creativity and innovation, leading to novel and 

mutually satisfying solutions. Conflict resolution models aim to preserve relationships while 

addressing conflicts. By promoting respectful communication, understanding others' perspectives, 

and seeking win-win solutions, these models help maintain positive relationships and prevent 

conflicts from escalating or causing long-term damage. 

 These models encourage individuals to reflect on their own conflict management styles, 

strengths, and weaknesses. By increasing self-awareness, individuals can adapt their approaches 

to conflicts, make conscious choices about their behaviors, and develop more effective conflict 

resolution skills. Conflict resolution models facilitate structured decision-making processes by 

encouraging individuals to consider multiple viewpoints, explore different options, and evaluate 

potential outcomes. This leads to informed and rational decision-making, rather than impulsive or 

reactionary responses. Effective conflict resolution models help reduce stress and negative 

emotions associated with conflicts. By providing individuals with tools and techniques for 

managing conflicts constructively, these models empower individuals to approach conflicts with 

confidence, leading to a more positive and productive conflict resolution experience. 

 Conflicts among students: 

      Students in educational settings come from various cultural, social, and personal backgrounds, 

which can lead to conflicts arising from differences in values, beliefs, and communication styles. 

Strategies for managing conflicts among students include promoting inclusivity, fostering cultural 

understanding, and encouraging open dialogue to bridge gaps and find common ground. 

 Conflicts may arise due to bullying or harassment among students. It is essential for educational 

institutions to have clear policies and procedures in place to address and prevent such behaviors. 

Encouraging reporting, providing support systems for victims, and implementing anti-bullying 

programs are crucial strategies. Conflicts can occur when students challenge authority or when 
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teachers struggle with managing disruptive behavior. Establishing clear expectations, 

implementing consistent discipline policies, and utilizing positive behavior management 

techniques can help address and prevent conflicts in the classroom. 

 Miscommunication between students, teachers, and administrators can lead to misunderstandings 

and conflicts. Encouraging open lines of communication, active listening, and providing 

opportunities for students to express their concerns can help resolve conflicts and build positive 

relationships. 

 

Conflicts among teachers and administrators: 

     Conflicts may arise when there is ambiguity regarding roles and responsibilities or when power 

dynamics are perceived as unfair. Conflicts   between parents, teachers and administrators can 

occur as a result aggression, inadequate facilities, inadequate, lack of pedagogical assistance by 

evaluation approval and disapproved criteria.  Establishing clear job descriptions, fostering a 

collaborative work environment, and promoting transparent decision-making processes can help 

mitigate conflicts among teachers and administrators. Martinez (2005).  Conflicts can occur when 

there are limited resources, such as funding, materials, or support staff. Fair and transparent 

resource allocation processes, effective communication about resource limitations, and involving 

stakeholders in decision-making can help address conflicts related to resource allocation. Research 

carried out by Khalid et al (2021), indicates that most of the teachers use all types of conflict 

management practices, which include competing, compromising, avoiding, accommodating, and 

collaborating. Furthermore, the research finding of Dolcino, and Lucky (2022) indicates that 

conflict management strategies of universities administrators were, dialogue, avoidance, 

meditation, and prevention. 

MEANING OF IN- HOUSE TENSION 

"In-house tension" refers to conflicts or disagreements that arise within a particular organization or 

company among its members or departments. It refers to the internal conflicts or tensions that occur 

between employees, teams, or different levels of management within the organization. 

In-house tension can emerge due to a variety of factors, such as differences in opinions, conflicting goals 

or priorities, power struggles, communication breakdowns, resource allocation issues, or personal 
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conflicts among employees. These tensions can negatively impact the work environment, employee 

morale, and overall productivity within the organization. 

Resolving in-house tension often requires effective communication, conflict resolution skills, and a 

collaborative approach. Organizations may employ various strategies, such as fostering open and 

transparent communication channels, promoting teamwork and collaboration, providing conflict 

resolution training, or establishing clear guidelines and procedures for addressing internal conflicts. 

 

 

 

The Role of Conflict Management in Creating a Conducive Learning 

Environment:  

     Conflict management plays a vital role in creating a conducive learning environment in 

educational settings. Here are some key aspects: Conflict management strategies help establish a 

positive classroom climate where students feel safe, respected, and valued. By addressing conflicts 

promptly and fairly, educators create an environment that encourages active participation, 

engagement, and learning.  Conflict management promotes healthy relationships among students, 

teachers, and administrators. It allows for open communication, empathy, and understanding, 

fostering trust and collaboration. When conflicts are managed effectively, it strengthens the sense 

of community and cooperation within the educational institution. 

 Conflict resolution techniques help address emotional and psychological stressors that conflicts 

can bring. By managing conflicts, educational settings can promote the emotional well-being of 

students, teachers, and administrators, leading to a more positive and supportive learning 

environment. Conflicts, when managed properly, can bring valuable learning opportunities. They 

provide a chance for individuals to develop problem-solving skills, empathy, and communication 

abilities. By using conflicts as teachable moments, educational institutions can nurture personal 

growth and social development among students. 

 Effective conflict management enables the resolution of issues and the achievement of productive 

outcomes. By addressing conflicts in a constructive manner, educational settings can create an 

environment that fosters collaboration, innovation, and growth, leading to improved academic 

performance and overall success. 
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CONCLUSION 

      Various strategies and techniques for managing conflicts, such as mediation, facilitation, 

constructive confrontation, accommodation, avoidance, teamwork, resolution committee, 

enhanced communication, tolerance and the application of conflict resolution models have been 

discussed. These approaches emphasize the importance of collaboration, emotional intelligence, 

empathy, and assertive communication in resolving conflicts while maintaining respect and 

cooperation. 

Importantly, effective conflict management in educational settings creates a conducive learning 

environment. It fosters positive relationships, emotional well-being, and productive outcomes for 

students, teachers, and administrators alike. By addressing conflicts promptly and fairly, 

educational institutions can cultivate a sense of community, trust, and engagement, ultimately 

enhancing academic performance and overall success. By nurturing a culture of open 

communication, empathy, and continuous improvement, organizations can navigate conflicts 

successfully and thrive in today's dynamic and diverse work environments. 

  

 

 

 

 

 Recommendations  

Based on   the discussion on conflict management, the following recommendations are proposed: 

1.  Organizations should prioritize providing training and development opportunities for 

employees at all levels to enhance their conflict management skills. and empathy.  

2.  Leaders should actively promote and reinforce a culture that encourages open 

communication, respectful dialogue, and constructive conflict resolution 
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3.  Organizations should consider implementing formal mediation and facilitation processes 

to address complex conflicts solutions 

4.  Organizations should recognize the importance of emotional intelligence and empathy in 

conflict management 

5.  Administrators should emphasize the value of collaboration and teamwork as essential 

components of effective conflict resolution. 

6. Administrators should develop clear and comprehensive conflict resolution policies and 

procedures. 

7. It is crucial for organizations to regularly evaluate the effectiveness of their conflict 

management strategies and interventions. 
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