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Abstract 

Any organization, 

regardless of its type 

(public or private), face 

daily conflict that are 

based on different 

causes. Conflicts cannot 

be avoided since it is an 

inevitable aspect of work 

teams. However, the 

results of conflicts are 

not predetermined. This 

paper examines the 

causes, effects, types and 

methods of managing 

conflicts in organizations 

with reference to Yobe 

State University, 

Damaturu. The paper 

relies heavily on journal 

articles, textbooks and 

observations for 

reviews and findings. 

The study found out that 

conflicts occur in 

organizations as a result 

of competition for scarce 

resources, 

organizational 
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INTRODUCTION  

  Organizational conflict 

is as old as the concept 

of organization.  

Conflict is part of an 

organizational life and 

may occur within the 

individual, between 

individuals and 

amongst groups. Social 

interaction is the hub of 

social life and remains 

the basic process 

through which 

organization, 

institutions and 

societies mobilize and 

utilize available 

resources to achieve 

predetermined goals. In 

any organization, when 

two or more people 

interact, conflict 

happens. Conflict is 

inevitable. Due to 

individual differences 

on the basis of cultural 

backgrounds, scarcity 

of resources, difference 

in personality, etc. 

emergence of conflicts 

amongst employees in 

various levels is 

inevitable. 

Interestingly, the same  

Keywords 

Organizational conflict, 

Interpersonal conflict, 

Intrapersonal conflict, 

Intragroup conflict, 

Intergroup conflict 

 



 

INTERNATIONAL JOURNAL OF MGT. SCIENCE & ENTREPRENEURSHIP 

(VOL. 11 NO.7) DECEMBER, 2019 EDITIONS 

 

 

 

 
378 

ambiguities, work 

interdependence, 

difference in 

personalities, etc. The 

study also discovered 

that conflict might 

escalate and lead to non 

productive results, or it 

can be beneficially 

resolved which might be 

of benefit to the 

organization. It is 

therefore the prime 

responsibility of 

management to put in 

place appropriate 

strategies on how to deal 

with conflicts in the 

workplace. This study 

contributes to the body 

of existing literature; 

specifically, it will 

inspire managers to 

develop appropriate 

strategies on how to 

manage conflicts in their 

organizations 

effectively. It was 

recommended that 

managers should be able 

to identify the causes of 

workplace conflicts and 

also be able to apply the 

right and appropriate 

conflict resolution 

method suitable to the 

situation at any given 

time. 

 

elements that are perceived to be success factors such as team-working and 

communication can also be sources of conflict. Employees in various 

organizations are organised into manageable groups in order to achieve common 

goals, therefore, the probability of conflicts to arise is very high (Omisore & 

Abiodum, 2014). 

Conflicts are inevitable part of organizational life since the goals of different 

stakeholders such as managers and staffs are often incompatible. It is an ever 

present process in human relations as long as people compete for jobs, resources, 

power, recognition and security, etc. Dealing with conflict is therefore a great 

challenge to management. However, conflicts can have both positive and negative 

outcomes to the individual employees and the organization at large. To be more 

specific, conflicts may result in clarification of certain issues, contribute to more 

effective decision making and improve certain organisational processes.  

Whether conflict is desirable or not, it is quite certain that it has its consequences 

once it occurs. Conflict is a natural phenomenon that cannot be eradicated. It is a 

permanent feature as well as part of and parcel of human organizations. One of 

the key functions of management is managing/resolving conflicts in a manner 

that organizational goals and objectives are achieved. This requires skilful, 

systematic, technical and scientific approaches to problem solving (Kurfi, 2013). 

Lack of conflict stagnates an organization and it becomes management duty to 

stimulate it. If properly managed or resolved, it increases organizational 

performance; if improperly resolved or remains unresolved, it decreases 

organizational performance and may even lead to the destruction of the 
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organization. This paper, therefore, takes a look at the types, causes of conflicts 

in organizations, effects as well as the methods of conflict resolution. 

 

STATEMENT OF THE PROBLEM 

Some organizations view conflict as being destructive and unnecessary for 

organizational success. It seems erroneous to view conflict from a negative 

perspective only, as destructive or dysfunctional. The implication of this view is 

that conflict is negative in all its ramifications and must be avoided or eliminated. 

Thus efforts are only focused on dealing with causes of conflicts. It is true that 

conflict may be a source of problems, but it is absolutely necessary if change is to 

occur, if organizations are to survive and adapt. Organizational change does not 

just happen, it requires a stimulant. This stimulant is conflict (Kurfi, 2013). 

A minimum level of conflict is necessary to bring about positive changes and 

innovations. Administrators must accept and indeed occasionally encourage 

conflict, because change and other desirable consequences are products of 

conflicts. 

 

OBJECTIVES OF THE STUDY 

The main objective of this study is to investigate the methods used in 

managing/resolving conflicts in organizations. Other specific objectives are to 

examine: 

1. The causes of organizational conflicts 

2. Types of organizational conflicts 

3. Positive and negative effects of conflicts on organizational 

performance 

 

CONCEPTUAL CLARIFICATION AND LITERATURE REVIEW 

Conflict and Organizational Conflict 

Conflict is a term used to mean a variety of things, in an assortment of contexts 

under the mantle of conflict are words such as serious disagreement, 

incompatibilities, fight, argue, contest, debate, combat, clash and war etc. These 

are the terms which can be used to understand the term conflict or to know which 

description of behaviour fit under the title of conflict, Hilah, (2011). Conflict in an 

organizational context can be seen as a disagreement amongst individuals and 

groups within the organization stemming from the need to share scare work 

activities (2013). 

Organizational conflict or otherwise known as workplace conflict is described as 

the state of disagreement or misunderstanding resulting from the actual or 
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perceived descent of needs, beliefs, resources and relationship between 

members of the organization. In simple terms, organizational conflict allude to 

the result of human interaction that starts when one member of the organization 

discerns that his /her goals, values, or attitudes are incompatible with those of 

other members of the organization. The incompatibility in opinions can come into 

being within a member, between two members, or between groups of the 

organization, Eric (2006).  

 

TYPES OF CONFLICTS  

Conflicts can take any of these forms: interpersonal conflicts, intrapersonal 

conflicts, intragroup conflicts, or intergroup conflicts (Gartenstein, 2019): 

1. Intrapersonal Conflict: this takes place within an individual. The person 

experiences it in his own mind .Thus; it is a type of conflict that is 

psychological involving the individual’s thoughts, values, principles and 

emotions. Intrapersonal conflicts can come in different forms, such as 

deciding whether or not to do something, or can even affect major 

decisions such as choosing a career path. This type of conflict results in 

restlessness and uneasiness, or can even cause depression .On such 

occasions, it is advised to seek a way to let go of the anxiety by 

communicating with other people. Eventually, when the person finds 

him/herself out of the situation, he becomes more empowered as a 

person. Thus, the experience invokes a positive change which helps in 

personal growth. 

2. Interpersonal Conflicts: this means a conflict between two individuals. 

Basically, this occurs because of some differences in people. We have 

varied personalities which usually lead to incompatible choices and 

opinions. So, it is natural occurrence which can eventually help in personal 

growth or developing our relationships with others. However, when 

interpersonal conflicts become too destructive, calling a mediator helps so 

as to have the issue resolved. 

3. Intragroup Conflict: this conflict occurs among individuals within a group. 

The incompatibilities and misunderstanding between team members 

leads to intragroup conflicts. It starts from interpersonal disagreement, 

since team members have different personalities, which may lead to 

tensions, or differences in views and ideas. Within a team, conflict can be 

helpful in coming up with decisions, which will eventually allow them to 

achieve their objectives as a team. But if the degree of conflict disrupts 
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harmony among the members, then some serious guidance from a 

different party will be needed for it to be settled. 

4. Intergroup Conflicts: intergroup conflicts occur when a misunderstanding 

arises among different teams or groups within an organization. This is 

because of the varied sets of goals and interest of these different groups. 

Conflict should not always be perceived as a problem, rather at times, it is 

a chance for growth and can be an effective means of opening up among 

groups or individuals. However, when conflicts begin to suppress or 

disrupt productivity and gives way to more conflict, then conflict 

management is what is needed for problem resolutions. 

 

CAUSES OF CONFLICTS IN ORGANIZATIONS  

Conflict, which is a natural outcome of human interaction, begins when one 

individual perceives that his or her goals, attitudes, values, or beliefs are 

incongruent with those of other individuals, Afzalur (2000). Supervisors and 

managers should be aware of signs of conflicts and address them quickly, 

bringing workers together to discuss and resolve areas of disagreement. The 

following were given by Rose, (2008) as some of the common causes of conflicts 

in organizations. 

1. Difference in Personalities: a difference in personalities among 

employees is one of the causes of workplace conflict. When 

employees fail to understand or accept the differences in each 

other’s personalities, problems arise in the workplace. The 

solution to this problem is to train everyone to recognize the 

personality types along with their inherent strength and 

weakness so that they understand each other. 

2. Shared/Scarcity of Resources: insufficient resources relating to 

man, material, money and time, are normal conditions in an 

organization. When two or more people or groups compete for 

the same set of resources or rewards, they are thrown into 

conflicts. As a result, their energy and attention are diverted from 

pursuing their basic purpose or goal to gaining a large share of 

the limited resources. But it will never be possible for everyone 

to have access to the limited resources and resources can never 

be unlimited. Even in this situation, people tend to believe that 

everyone should have equal access to resources since each 

person thinks that his needs are more pressing or important. A 
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situation like this creates a fertile ground for frequent conflict 

with others in the organization. 

3. Interdependent Work Activities: work interdependence exists 

when two or more sub-units depend on each other to complete 

their respective task. In such a case, the potential for a high 

degree of conflict exist depending on how the situation is 

managed. Another way conflict can occur is when there is poorly 

defined responsibility in an interdependent work activity. If 

there is performance failure, various work groups or individuals 

may accuse each other as being the cause of the failure. 

4. Difference in Value and Perception: difference in values or 

perception breeds conflicts. Heterogeneous culture brings value 

and attitude into conflict easily. Culture is seen as mixed value, 

belief, assumption, meaning or expectation that members of a 

particular organization, group or sub-group show in common 

and that they use as behaviour and problem solving guides. Close 

examination of this shows that the above scenario is a fertile 

ground for conflict. 

5. Organizational Ambiguities: individuals or groups may be 

uncertain as to who is responsible for performing certain task or 

duties or who has authority to direct whom. Each individual may 

claim or reject responsibility and the result may be conflict. 

Sometimes, an organization can cause conflicts for its members 

because it fails to make goals and work responsibilities clear. All 

the employees including the leaders desire to be clear as to what 

their respective roles are, if conflict is to be minimized. 

6. Breakdown in Communication: if a department requires 

information from another department in order to do its job, and 

the second department does not respond to the request for 

information, a conflict can arise, George (2018). When people or 

departments are late in responding to information requests, or 

they are withholding information on purpose, it is best to address 

the situation immediately. 

7. Competition: unhealthy workplace competition is a cause of 

employee conflict. Some industries foster competitive 

environments more than others. Competition that is not properly 

managed can result in employees sabotaging or insulting one 

another, which creates a hostile work environment. Unhealthy 
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workplace competition discourages teamwork and promotes 

individualism. 

 

BENEFITS OF CONFLICTS IN AN ORGANIZATION 

No enterprise is free from conflict. However, its impact depends upon the way in 

which it is managed. Conflict at an organizational level has both advantages as 

well as disadvantages. Some of the ways in which conflict can be beneficial, 

according to Rajalakshmi (2012) include: 

1 Organizational conflict educates people by helping employees learn a lot 

about themselves as well as others. 

2 Results in issue classification. Discussing conflicting views can lead to 

better solutions. 

3 Causes people to consider different ideas and alternatives. Organizational 

conflict helps people come out of their conventional thinking style and 

innovate better ideas. It induces creativity of the employees. 

4 Conflict fosters an awareness that problem exists. 

5 Conflict often reflects commitment and caring of individuals in an 

organization.  No business owner wants to encounter silence during 

employee meetings, as this suggests employees are indifferent to what is 

happening in the workplace.  

 

Also, according Kurfi (2013), if conflict is resolved properly and the resolution 

becomes acceptable to both parties, the organization will reap the benefits of the 

reversed case of dysfunctional conflict and in addition, enjoy these advantages 

that will mature into increased organizational performance: 

1. The erring or wrong party may do self-evaluation, correction and rededicate 

itself to the cause of the organization. 

2. A conflict which may touch the core policy/strategy of the organization if 
satisfactorily resolved may call for a major change in that policy to the 
benefits of the parties as well as to the organization. 

3. In the process of conflict resolution, parties can help in introducing different 
points of views, providing additional information and identifying additional 
alternatives to problem solving. 

 
THE NEGATIVE ASPECTS OF CONFLICT  

Conflicts can be destructive if they are not managed properly. For small 

businesses, where success often hinges on the cohesion of a few people, loss of 

trust and productivity can signal the death of the business, Eric (2018). Some of 

the negative aspects of conflict include:  
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➢ Conflict can distract individuals and groups from their primary purpose, 

living them with less time and resources for their activities. 

➢ Conflict can have short-term and long-term effects on the psychological health 

of the individuals involved in or affected by the conflict. 

➢ Costly remedies. Workplace conflicts can be expensive to resolve and costlier 

to ignore. When conflict rises to a point that employees or groups of 

employees are seeking legal remedies, hiring lawyers to represent the 

company’s interest and practice can be an unanticipated expense that has a 

serious effect on the organizations financial standing. 

➢ Employee turnover. Organization members who are increasingly frustrated 

with the level of conflict within an organization may decide to end their 

membership. This is especially detrimental when members are a part of the 

executive board or heads of committees. Once members begin to leave, the 

organization has to recruit new members. 

 

CONFLICT MANAGEMENT TECHNIQUES/METHODS 

With the permanent nature of conflict in work-relations, high performance 

organizations will be those that may constantly develop the appropriate methods 

of managing conflict to achieve set standards and goals Olukayode (2015). When 

conflicts are not treated with care, they tend to erupt violently. If you look closely 

at warfare, you will find its seeds in the abandoned process of conflict resolution, 

David (2011). The following mentioned are few tips on how to resolve conflicts 

and  conflict resolution skills individuals should possess for dealing with and 

managing conflict in organizations: 

1. Avoidance (Lose/Lose): one of the techniques used by organizations for 

resolving conflict is avoiding the idea altogether. This seems like a very 

descent idea to bring down the whole predicament, Chitra (2016). If you 

tend to look away from the conflict, pay less attention to it or 

procrastinate, the problem will itself go away. By delaying or ignoring the 

conflict, the avoider hopes the problem resolves itself without a 

confrontation. Those who actively avoid conflict frequently have low 

esteem or hold position of low power. The disadvantage of avoidance is 

that by not addressing conflicts, long term goals may not be met. 

2. Accommodating (Lose/Win): the accommodating strategy essentially 

entails giving the opposite site what it wants. The use of accommodation 

often occurs when one of the parties wishes to keep the peace or perceive 

the issue as minor. It is appropriate when maintaining the relationship is 

more important than winning, Dan (2018). However, if you over use the 
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accommodating mode, you can find yourself being taken advantage of or 

having your influence limited. 

3. Collaborating (Win/Win): collaboration is the win-win form of conflict 

resolution in which at the end of negotiation, both parties feel they have 

gained something and no one feels as if they lose something. Collaboration 

is effective with long term solution. Collaborating works by integrating 

ideas set out by the conflicting parties. The objective is to find a creative 

solution acceptable to everyone. Collaboration, thought useful, calls for a 

significant time commitment not appropriate to all conflict situations.  

4. Compromising (win some/loose some): with the compromising approach, 

each person in the conflict gives up something that contribute towards the 

conflict resolution. The strategy typically calls for both sides of a conflict 

to give up elements of their position in order to establish an acceptable, if 

not agreeable solution, Eric (2018). This strategy prevails most often in 

conflicts where the parties hold approximately equivalent power. 

Business owners frequently employ compromise during contract 

negotiations with other businesses when each party stand to lose 

something valuable, such as customers. 

5. competing (win/lose): with a competitive approach the person in conflict 

take a firm stand. This style is often seen as aggressive and can often be 

the cause of other people in the conflict feeling taken advantage of. It is an 

approach in which one party attempts to achieve his/her goal at the 

expense of another. There is not much consideration for the feelings or 

views of the other party, nor is there interest in collaboration or 

compromise. The advantage of this approach is that it provides a quick 

resolution to a conflict. Short term goals where there is little room or time 

for discussion can be met quickly, Paul (2017).  The only con that comes 

with it is that it tends to create a very difficult and unhealthy environment. 

6. Mediation: medication provide a voluntary informal method for conflict 

resolution, the medication process typically calls for people in conflict to 

meet with an uninvolved neutral or impartial third party – the mediator. 

Rather than provide or compel a solution, the mediator works with both 

parties to promote open communication in an attempt to reach a mutually 

acceptable solution.  Mediation imposes no legal obligation on the persons 

in conflict to act on the solution. 

7. Arbitration: arbitration, like mediation calls for the persons in conflict to 

meet with a neutral third party, or sometimes, more than one neutral third 

party. Arbitration typically imposes a legal obligation on the parties to 
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follow the decision. The role of an arbitrator is similar to that of a judge, 

thought the procedures can be less formal. An arbitrator is usually an 

expert in their own right. 

 

THEORETICAL FRAMEWORK 

Conflict Theory:  

C. Wright Mills is known as the founder of modern conflict theory. In his work, he 

believes social structures are created because of conflict between differing 

interests. People are then impacted by the creation of social structures, and the 

usual result is differential of power between the "elite and the others". The power 

elites of the American society (i.e. the military-industrial complex) emerged from 

the fusion of the corporate elite, the pentagon and the executive branch of 

government. Mills argues that the interests of these elites would result in 

increased escalation of conflict of weapons of mass destruction, and possibly the 

annihilation of human race (Knapp/ 1994; Omisore & Abiodun, 2014). Conflict 

theory emphasizes change. According to the conflict perspective, society is 

constantly in conflict over resources, and that conflict drives social change. 

Many others have drawn on conflict theory to develop other types of theory 

within the social sciences, including feminist theory, critical race theory, post 

modern and post colonial theory, queer theory, post-structural theory, and 

theories of globalization and world systems. So, while initially conflict theory 

described class conflicts specifically, it has lent itself over the years to studies of 

how other kinds of conflicts, like those premised on race, gender, sexuality, 

religion, culture, and nationality, among others, are a part of contemporary social 

structures, and how they affect our lives (Crossman, 2019). 

 

Views/Approaches to Conflict 

Historically, there are three views/approaches to conflict, which are the 

traditional view, the human relations view and the interactionist view. The 

traditional view is the early approach to conflict which expects that all difference 

is harmful and ought to be stayed away from. The traditional view dominated 

from the late 19th century through 40ies in the twentieth century. It assumes 

conflict as something bad for the organization, the factor that adversely 

influences organizational performance (Alfayez, 2016).  The traditional view 

stresses its negative aspect. According to the view, conflict causes difficulties and 

should therefore be avoided. It is oriented toward situations where conflict is not 

present (Gartenstein, 2019).  
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According to the human relations view, which was in vogue from the 1940s to the 

1970s, some degree of conflict can never be altogether avoided and should be 

treated as a necessary part of running an organization. Conflict can even become 

beneficial to an organization if parties work together to achieve positive 

outcomes (Gartenstein, 2019). It treats conflict as a natural and inevitable 

phenomenon, so can’t be eliminated completely from any organization. From the 

late 1940s to the mid-70s, the human relations view dominated the topic of 

organizational conflict. 

The interactionist approach to organizational conflict takes the human relations 

view one step further by seeing conflict as something that can have a positive 

outcome from time to time and serve as a necessary part of organizational 

development. According to the view, an organization or group with no conflict is 

more likely to become static, non-responsive, inflexible and inadaptable. A 

minimum level of conflict is actually beneficial to the group because it maintains 

a certain level of creativity, self-evaluation, and competition among the 

individuals. Advocates of the theory prompt managers to maintain a certain level 

of conflict as means to increase production efficiency (Kartz & Flynn, 2013; 

Alfayez, 2016) 

 

CAUSES AND METHODS OF MANAGING CONFLICTS IN YOBE STATE UNIVERSITY 

The study revealed that the causes of conflict in the university, both within the 

academic and non-academic staff include non-payment of certain benefits and 

allowances to the staff, allegations of corruption and mismanagement of 

resources, denial of rights and privileges, competition for scarce resources, work 

interdependence, organizational ambiguities, failure of management to 

implement or honour agreements between it and union members, difference in 

personalities, communication gap, etc. Conflicts could also occur between 

individuals, between groups or between the staff union and 

management/administration. 

Tertiary institutions in Nigeria are being confronted with countless challenges, 

which affect the productivity of the staff, waste of resources, strikes, and 

disruption of academic calendar. It is unrealistic to completely eliminate conflict 

within the tertiary institutions, especially since conflict has both positive and 

negative dimensions. The real managerial challenge therefore, is to find some 

methods of managing them from becoming destructive, while still maintaining 

the full positive potential of competition, creativity, growth and improved job 

satisfaction and morale. The most commonly used method of managing conflicts 

as discovered from the study is through collaboration and compromising, which 
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requires an open discussion of the issues and concerns,  exploration of alternative 

solutions, and honesty and commitment from the parties involved. Sometimes, 

each party gives up something in order to find a solution which truly satisfies the 

needs of each. Dialogue strategy is also used. The role of dialogue is to develop 

joint approaches to conflict resolution. Participatory decision making was 

suggested as a way of resolving conflicts, where the interests and concerns of 

parties involved will be integrated. In addition, clarification of goals and 

objectives, effective communication, and a more participatory and supportive 

style of leadership and management behaviour is likely to assist in conflict 

management. 

 

METHODOLOGY 

This paper relies heavily on journal articles, textbooks and observations for 

reviews and findings. The paper reviewed C. Wright Mill’s modern conflict theory 

and other views/approaches to conflict, which base and support the concepts on 

conflict and conflict management. 

 

FINDINGS 

The study found out that conflicts occur in organizations as a result of 

competition for scarce resources, leadership style, organizational ambiguities, 

interdependent work activities, etc. and they are also inevitable. The study also 

discovered that conflict might escalate and lead to non productive results, or it 

can be beneficially resolved which might be of benefit to the organization. The 

findings are in line with the findings of Thakore (2013), Olukayode (2015) and 

other prominent researchers. 

 

CONCLUSION & RECOMMENDATIONS 

It may be impossible to live in an environment without a conflict. But perhaps 

conflict is not the problem, it seems to be a natural outcome of people living 

together or sharing resources. The problem in organizational conflict therefore, 

lies in the inability to understand the causes of conflicts and the remedies to be 

used in conflict situations. The application of the right or appropriate conflict 

resolution method suitable to the situation at any time is the best solution. 

Factors which bring about conflict in organizations include difference in 

personalities, scarcity of resources, breakdown in communication, difference in 

values etc. It is therefore recommended that management should be aware of the 

range of measures that can reduce the number and scope of unnecessary 

conflicts, including fully clarifying roles and responsibilities of each individual 
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employee, making management expectations clear, eliminating communication 

barriers and use of appropriate conflict resolution techniques. Although conflicts 

have both positive and negative effects, the management and the employees 

should work towards achieving the positive effects rather than the negative. 

Managers should also encourage open communication policy, so that all 

employees should get the right information at the right time. 
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