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Abstract 
This paper examines the causes and consequences of 
inter-personal conflict within organizational settings. It 
further considers some of the most contemporary 
approaches to conflict management from the related themes 
of domination, compromise and integration. The paper 
subscribes to the fact that by no means are these (he only 
methods and/or techniques of enhancing or resolving 
organizational conflicts. We are of the opinion that 
organizational peace enhances amongst other things high 
productivity and employees' moral. An implicit assumption of 
this paper is that the major ingredient, which is a strategy for 
peace and harmony in organizations, is the concept of 
"effective communication" and understanding. 
Recommendations for handling conflict in organizations are 
proffered and we conclude by arguing that more than 
anything else, it is the method of handling conflicts that 
actually determines the pace at which the organization 
achieves its targeted goals. 

Introduction 
There probably exists no organization in which differences among members are 

not present. In fact, an absolutely peaceful and harmonious organization not only is 
unrealistic, but it could show no real life process. This no doubt explains why the 
interaction of people with different backgrounds, point of view, values, needs and 
personality traits within an organizational system is likely to set into motion a variety of 
conflicts. The result is that conflict is an inevitable part of organizational life in the 
sense that it is to be expected in any dynamic organization. However, reasonable 
differences constructively handled can lead to benefits for the organization In other 
words, conflict has its benefits as well as disadvantages, and thus, brings to light the need 
for understanding and managing it so that the behavioural goal should be towards 
reducing the disastrous and dangerous consequences while increasing the positive 
attributes. 

Although conflict is very costly, it is a fact of organizational life, that must be 
expected and indeed a useful part of organizational life. It is therefore, not something to 
be feared since it cannot be entirely eliminated in an organization. 

This paper therefore, reviews related literature along the following headings - 
the concept and nature of conflict in organization, causes of conflict in an organization, 
consequences of conflict and management of organizational conflict which includes 
styles and strategies. 

 
Definition of Conflict 

According to Freham (1964), conflict is a disagreement between two or more 
parties over the same issue, which has alternative course of action. To him, the cause of 
organizational conflict is that each party is trying to get its end or objectives achieved. 
In other words, where there is a compromise, there is no conflict. Okibe (2002), 
defined conflict as a social interaction between individuals or groups with incompatible 
goals. Clash of ideas, opinions and beliefs can produce emotion of antagonism and 
struggle between individuals or groups in any environment. Individuals in 
organizations seem to conform to rules, regulations, plans and procedures because of 
their emotional attachment and the expectations of others. This readiness to conform is 
what permits regularity, order, predictability, and bind an organization, together. On the 
other hand, failure to conform may stir up conflict. 

According to Oxford Advanced Learner's Dictionary (2000), conflict is a 
situation in which people, groups or countries are involved in a serious disagreement or 
argument. Conflict between individuals and groups is a universal phenomenon, conflict is 
behaviour by a person or group that is purposely designed to inhibit the attainment of 
goals by another person or group. Conflict in an organization ranges from minor 
disagreement between workers, subordinates with superiors, superior 

and superior, and worker with management. These conflicts also vary in dimensions. Some symptoms of 



organizational conflicts include queries, dismissal, strike actions, etc. The existence of those symptoms is 
crucial in that they could impact positively or negatively on the organization. 

 

 

 

 

Causes of Conflicts in Organizations 
Individuals in an organization have many conflicting organizational cross pressures operating on 

them. Kornhauser (1972), lists that the following as some of the major causes of conflicts in an organization. 
1. Limited resources. 
2. Communication problems. 
3. Difference in perceptions. 
4. The environment of the organization. 
5. Government regulations. 
6. Leadership styles 
7. Job dissatisfaction. 

 

1. Limited Resources: Even the most successful companies have found that they are limited in 
what they can accomplish. With this realization group and individuals see that there will be times 
when they will have to fight for what is available. 

2. Communication Problem: Communication problems develop because not all groups have the 
same information.   Each group therefore takes a position based on its view of the word and the 
information it has. 

3. Differences in Perception: We all see the world slightly differently because we have all had 
different experiences.  These different views of the world can be a major source of conflict in an 
organization because value judgement flows from these views. One of the classic differences in 
perception involves the value of experience versus the value of education. 

4. The   Environment  of the  Organization:   Organizations  and  their  environment  are  inter 
dependent and action by elements of the environment can create dilemmas for the organization. 

5. Government Regulations: Government policies and regulations often create room for conflicts 
in organizations.  The workers in an attempt to demand for their legitimate rights often resort to 
actions, which result in conflicts. 

6. Leadership style:  It is the job of top management to create the right atmosphere for the 
organization as a whole, giving, where necessary, special attention to problem areas. This right 
atmosphere may be tough or relaxed, depending on the circumstances over any given period. 

7. Job Dissatisfactions: Where job is not pleasant, there tends to be dissatisfaction among workers 
and this creates room for conflict. 

On his discussion on dimensions of university-community relationship, Okwor (2001), states that the 
University of Nigeria since its founding and siting in Nsukka Local Community must have played crucial roles 
towards economic, educational, health, agricultural and environmental development of the community. 
Whatever contributions it may have made in these areas may be due to its intrinsic or extrinsic value or both. 
In the same vein, every organization normally stipulates certain welfare services or incentives to motivate staff 
but the implementation or adequacy of the incentives is what matters. It has been noted that non-provision or 
inadequacy of any one of them could lead to conflict in an organization. 

Consequences of Organizational Conflict 
Conflict should not arise since it is always undesirable. According to Donell and Leed (1981), some 

scholars stated that conflict between management and workers is generally good. On the negative side, 
strikes and lockouts, interruptions in the continuity of tasks, and normal operations will be created by conflict 
(Okojie, 1981). 

People who engage in conflict often experience hostile emotions towards the other party, after the 
crises have been surmounted. Conflicts generally would take the shape of absenteeism, bad lime keeping, turn 
over, low productivity and even industrial accidents can represent conscious or unconscious responses to 
discontents. 
 

 
Conflict sometimes generates interesting discussion, critical thinking and leads to more productive 

decisions. Differences are essential to progress. It is possible to note that conflict can help groups secure a 
share of the joint product appropriate to their contribution. Also important is the fact that conflict may help both 



sides to clarify what is in their separate and common interest. 
Finally, conflict may result in improved rules of the game for relations between management and 

workers. It would be appropriate to conclude with the conviction that conflict is part of the normal state of an 
organization, and that the consequences of conflict are also normal, in that they are both organizationally and 
individually positive and negative. 

Management of Organizational Conflict 
There are a number of strategies that can be employed to effectively manage organizational conflict 

(Okojie 2000). According to Nnamdi et al (2004), there are three ways of resolving or managing 
organizational conflict. These are: 

1. Domination. 
2. Compromise and 
3. Integration 

1. Domination: This means victory by one side over the other. This is obviously the easiest way of 
resolving conflicts, but the long-run consequence may be disastrous. 

2.. Compromise: The second method means that each side involved in the conflict gives up a part of what 
it wants in order to reach a settlement. Though compromise is a widely accepted method of resolving 
conflicts, rarely do people want to compromise as this involves giving up something. 

3. Integration: Here the two desires are integrated and neither side needs to sacrifice its desires. Follet 
(1941) opines that integration as a method of dealing with conflicts has some advantages over the 
compromise method. She further states that, compromise does not create something new, but only deals 
with existing conflict, whereas, integration creates something new, leads to invention and emergence 'of 
new values. It leads to the use of better techniques, and also saves time and resources. Follet (1941), 
asserts that integration is a step in resolving matter if it is put in a right direction. 

In summary, the following points are important about management functions which Gullick (1920), in 
his contribution to management theory, sums in the word "Posdcorb" which he defines as follows: 

1. Planning - This is the activity engaged in by management in order to achieve a given goal as well 
as arranging things order of importance to bring about efficiency and systematism. 

2. Organization - This is the activity engaged in by management in order to achieve a given goal. 
Their tasks are related to the level of organization and the delegation of authority, hierarchy and 
span of control, etc. 

3. Staffing - This is concerned with all functions of personnel administration, which involves  
recruitment, promotion, discipline, retirement, training, etc. According to Gullick (1920), these 
functions must receive the attention of management because the efficiency of organization largely 
depends on it. 

4. Directing - This is the activity, which has to keep an organization moving. 
5. Coordinating - This does not only treat conflict in an organization but it goes as far as seeking 

cooperation among the various units in an organization as well as promotion of teamwork. 
6. Reporting - It is used in enhancing communication of other's progress or failure of a subordinate 

to an executive. It is through communication that management gets to know the going on in the 
organization and this initiates appropriate measure for furthers development.   This reporting in 
Gullick schema, stands for upward flow of information. 

7. Budgeting - Covers the whole field of financial administration. According to Gullick, budget like 
finance is indispensable to any organization.    Management has to pay adequate attention to 
matters like budgeting, financial procedure, and accounting. 

 

Recommendations 
There is the need for management, whether in the public or private sector, to try and avoid the attitude of 

suppressing conflict rather than managing and resolving it through peaceful dialogue. Any attempt to suppress 
conflict therefore, can bring about harmful effects on the organization. 

Communication system must be constantly evaluated and improved upon. This will enable the 
management and workers to foster better understanding and pursue a common destiny. The style of leadership 
is very important in conflict situation, as bad leader brings about frequent conflict in an organization. A good 
leader would always like to minimize the rate of conflict in the organization. A good leadership style is 
therefore, needed in every organization in order to avoid or reduce conflicts in the organization. 

There is the need for improved management and union relationship in order to promote industrial 
harmony. It is important that these agreements should be continually reviewed as they may soon become out of 
date. 

Organizations should as a matter of policy provide certain social welfare services to their employees in 
addition to the basic salaries. Such services include, housing, transport, medical services, holidays, etc. 
These facilities will help the workers to be more satisfied with their present jobs and help them also to present 
and utilize the best of themselves for their jobs. 



Finally, organizational managers must be aware that the workers have varied needs and they work for 
the organization hoping that by so doing, some of their personal needs can be met. This entails, finding out 
what these needs are and adjusting conditions at work such that some of these personal needs can be met. 

Conclusion 
Communication is very essential to organizational survival and for conflict to be checked properly in 

the organization, communication system and its flow must be very effective. This will in turn enhance the 
much-desired effective management of the organization. It has been established that the structural arrangement 
of the organization and the network of relations provide the bases for organizational conflict. To this end 
therefore, efforts should be directed towards devices for improving not only the immediate work 
environment but also the attitudes of workers and management towards their work. 

Another essential inference derivable from the study is that any organization muddled up in conflict can 
hardly achieve its goal and objectives, just as the saying goes that a house divided against itself cannot stand. But 
conflict if and when constructively handled, can be of very beneficial consequence to an organization. 

Finally, it is the way conflicts arc managed that actually dictates the pace at which the 
organization achieves its targeted goals. 
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