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Abstract: 

Conflict in the workplace is a growing concern. Conflict and negotiation in the work place can produce stress and anxiety. Conflict is an inherent part of individuals, groups of individuals or within organizations. Conflict is sometimes ignored in the work environment. Implementing positive attitudes about conflict and effectively learning how to negotiate interpersonally is detrimental to resolving conflict in the workplace. Most often, conflict occur among groups, but research and theory on conflict and negotiation have primarily focused on the interpersonal systems and have begun to look at how management utilizes negotiation to solve intergroup conflict. This helps us to understand that motivation, cognitive and personality traits affect positive end solutions to interpersonal negotiation in the work place. This paper describes the nature of conflict, the types of conflict, managing conflicts and implementing negotiations to resolve conflict and effectively managing conflict in the workplace to obtain a resolution that satisfies all parties involved. 

“Conflict occurs when one person or a group of people enforce their goal directed behavior and blocks the goals directed behavior of another person or group of people”[1]. Conflict occurs when two people want the same thing but they block each other from attaining it. Conflict is the process in which one person perceives that his or her interests are being negatively impacted or opposed by another party. Conflict can also be defined as a disagreement with yourself or between individuals whom promotes harm or that presents the opportunity for harm. Many times conflict occurs when individuals or groups of people don’t agree with the beliefs, ideas, values, goals or perspectives or another person or group of people. Conflict may cause individuals distress or havoc in the workplace because it can lead to energy and motivation levels being diverted away from job tasks and decreased production and performance levels. Conflict can also occur within various departments throughout the organization, or sometimes between the organization and an individual. 
There are three types of conflict that a manager or supervisor will likely be presented the opportunity of dealing with: personality conflict, intergroup conflict and cross-cultural conflict. Personality conflict is interpersonal opposition based on individual dislike, dissatisfaction and sometimes disagreement. Personality conflict is often caused by emotion and perceptions about another’s character or motives. A good example of this is when a supervisor reprimands an associate for coming to work late because the supervisor perceives the associates as not being a team player and even lazy. The associate may feel that the supervisor is out to get him. Improperly handling personality conflicts in the workplace can lead to sexual harassment and legal implications of diversity. “Workplace envy can also generate personality conflict.”[2] 
Intergroup conflict is a circumstance in which groups take antagonistic actions towards one another to control some outcome that is important to each. Intergroup conflict is the conflict between groups which arise because of differences of opinions or competition. Groups often have the potential for conflict because members differ in their views, values, knowledge and experiences. In addition, excessive group cohesiveness may promote in-group thinking which can also lead to intergroup conflict. 
Conflict can also arise between people because of differences in personal experiences, backgrounds, genders, nationality and society. Conflict which occurs between individuals or society groups whom are divided by cultural boundaries are known as cross-cultural conflicts. Cross-cultural conflict is form when disagreements between cultural beliefs and values arise. “Workers today compete for schedules and projects, for money and training according to Marilyn Kennedy, which also leads to conflict.”[3] And as with many organizations utilizing groups and team works to complete specific tasks and objectives, differences within the team and among the members can also lead to conflict. 
A lack of cross-cultural difference can also lead to cross-cultural conflict. Building relationships and seeking the help of consultants can also help to reduce cross-cultural conflicts. Individuals from various cultures can effectively work together with the assistance of International consultants. In addition, by employing expatriates to maintain strong relationships with their host can also help managers to keep cross-cultural conflict to a minimum. 
Not all conflict within the organization is unhealthy, but it can become counterproductive if management does not handle the conflict properly. Conflict can either benefit or harm an organization and it greatly depends on management approach to managing conflict. Conflict can help promote creativity and employ critical thinking among the members; however members can disagree with the ideas of others which will eventually lead to conflict. Managers can effectively manage conflict by stimulation functional conflict, styles for handling dysfunctional conflict and third party interventions. 
Personality conflict can be implemented by managers to promote creativity and motivation. Conflict can improve organizational and group effectiveness in the workplace. “The stimulation of conflict initiates the search for new means and goals and provides the stimulus for innovation.”[4] Managing conflict can generate greater effectiveness, trust, and more attraction among the members. Techniques for stimulating functional are the Devil Advocacy Method and the Dialectic Method. The main purpose of the Devil Advocacy Method is to encourage group members to criticize the ideas or welcome the ideas or another member. Managers will need to be able to facilitate change and keep intensity formed from conflict at very low levels. If they cannot, moral and motivation, employee job satisfaction, and reduced performance as well as decreased productivity are all negative consequences that could present themselves. 
Sometimes differences in organizational level, personality or self-esteem among the participants in a disagreement require the participation of a third party. Managers may decide to use mediation, facilitation or arbitration as alternate means of handling conflict. This is sometimes known as alternative dispute resolution and can be used as a strategy tactic of managers within some organizations to resolve disagreements. Alternate dispute resolution uses the base of the conflict to mediate and establish a common ground to ensure that a solution is made. All things being equal, an outside mediator has a greater chance of succeeding. The conflict management process is more apt to succeed if stakeholders have respect for the mediator's integrity, impartiality, and ability. Respect for the mediator is important, so stakeholders will be on their best behavior, an important element in successful negotiation. 
There are many benefits to managers dealing with conflict. When managers promptly deal with conflict they are able to build stronger interpersonal relationships, they help promote self-respect and they also help to promote personal growth and development among the members. When managers professional handle conflict in the workplace, the organization as well as the associates will benefit by synergy, teamwork and improved efficiency and performance. Many managers will approach conflict in different ways. Some welcome the opportunity and others attempt to stay away from confrontation. Conflict that hiders a group from achieving their goals and objectives is known as dysfunctional conflict. Dysfunctional conflict can also be destructive and can also lead to decreased performance levels. “Various styles to handling dysfunctional conflict can be utilized by managers and these include integrating, obliging, dominating avoiding and compromising”[5]. 
When a manager uses integrating, he or she is able to allow both parties to confront the problems at hand and allow them to go over the possible solutions. And then they can decide on the possible outcome for all involved parties. When a manger utilizes the obliging conflict handling style, it allows for both parties to focus on their common ground, it allows collaborating. Many of the members may be assertive but they are willing to fully cooperate with the other members. They clarify their differences in an effort to solve the problems. Showing high concern for yourself and ignoring the concern of others is known as the dominating style. In this style the members may attempt to satisfy their own interests or values at the expense of another member. The avoiding style occurs when the parties attempt to avoid the situation involving the conflict. If a manager decides to withdraw from a situation or discussion involving conflict, he makes the decision to avoid possible conflict as well as avoid the members that disagree with the other members. The compromising conflict management style involves members attempting to meet at mid-point by a “give and take” concession approach by each party agreeing to give up something that they feel is important. Compromise occurs when each party involved in a conflict gives up on something that is of value to them in order to gain and promote a solution. This is a win, win situation for all involved and there is a “willingness to ration the object of the conflict and accept a solution that provides incomplete satisfaction of both parties’ concerns.”[6] 
Individuals and groups are vital to an organization growth. Goal accomplishment, group communication and feeling and mutual trust and dependence are a main element of group interaction. Regardless of the type of group, group members must interact with one another to have a positive end result. Group members should enhance their listening techniques to foster growth. Sometimes growth is fostered by brainstorming among group members. People who relate to each other in various ways may make them interdependent to a high degree. Although this is sometimes effective, conflict can still arise. That’s why personality traits are important to mangers resolving conflict. Integrity and maturity are examples of personality traits which are very helpful in resolving conflict. 
In addition, how disagreements are presented is very important to resolving conflict. According to research; group satisfaction, job satisfaction, and motivation decreases when conflict increases. Researchers also found that having clear concise goals could help reduce conflict, “aggression breeds aggression”[7] and that conflict can begin in one level of an organization but spread throughout the organization. 
Sometimes managers will have to utilize negotiation to resolve conflict. Negotiation is like a give and take process among the involved individuals or groups. “Negotiation is a process in which groups with conflicting interests meet together to make offers, counteroffers, and concessions to each other in an effort to resolve their differences.”[8] A key to managing conflict successfully is negotiation. Negotiation entails offering a compromised or agreed on settlement when one person gives another person something that he or she desires in exchange for something the person desires. To increase their chances of coming to a compromise between the individuals and groups in conflict, managers should utilize the important technique of negotiation. The individuals and groups involved bargain and negotiate to come up with a solution that is acceptable to all involved. Negotiation is also necessary when intergroup conflict is present. 
Managers can use two types of negotiation in an effort to resolve conflict, distributive and integrative. Distributive negotiation is when multiple parties attempt to claim the maximum amount of stated value for themselves. Distributive negotiation is a type of negotiation in which the parties compete over the distribution of a fixed pool of value. Distributive bargaining is important because there are some disputes that cannot be solved in any other way -- they are inherently zero-sum. If the stakes are high, such conflicts can be very resistant to resolution. Distributive negotiations tend to be competitive interactions for several reasons. Distributive outcomes, also called, "win-lose" bargaining, is a competitive negotiation strategy that is used to decide how to distribute a fixed resource between two negotiators so that the more one gets, the less the other gets. In distributive bargaining, each party tries to obtain the maximum benefit for himself or herself by totally ignoring the other involved party’s desired outcome. “For example, when negotiating for a used car – the buyer either gets that extra $2,500 or the dealership does. If the buyer feels that he got a good deal, he "won." If he walks away feeling like he paid too much money for that car, he "lost."[9] Integrative bargaining, on the other hand is a negotiation strategy in which all parties collaborate to find a "win-win" bargaining solution to their dispute so that all parties achieve maximum mutual gains. Integrative bargaining is important because it produces more satisfactory outcomes for the parties involved than does distributive bargaining. Distributive negotiations are more commonly used in situations where the people involved have never had a relationship, and are not likely to have one again in the near future. Without the presence of a short or long-term relationship, there is less concern about perceptions or reputation. According to research many conflict resolution theorists believe that distributive bargaining is unnecessary. Any conflict, they suggest, may be solved cooperatively through integrative bargaining. 
Negotiators sometimes implement added value negotiation which as described by the text is “cooperatively developing multiple-deal packages while building a long-term relationship.”[10] Added value negotiation has been continuously developed over the past several years and it encompasses the ideas of many researchers who have explored and developed the concept of negotiation of adding value instead of taking away value or something of importance to the other parties involved. Managers can definitely utilize added value negotiation as a tool for effectively managing conflict and helping both sides to achieve a common goal. 
Added value negotiating consists of a five step process. The five step process involves: 
• Clarifying interests. 
• Identify options. 
• Creating alternate or multiple deal packages. 
• Selecting a deal. 
• Perfecting the selected deal. 
Clarifying interests begins with both involved parties elaborating on and searching for solutions that interest both. Both involved parties try to satisfy the goals of the solution which is best for both parties’ interests. “Interests are not positions; positions are individuals’ or parties’ demands. Underlying these positions is the reasons parties demand something: their needs, concerns, desires, hopes and fears. The better the agreement satisfies the interested parties’ interests, the better the deal. Understanding what your many interests may be will help establish what you want from a negotiation. 
Identify options – “Every negotiation involves a number of elements of value - those tangible and intangible assets that can be traded off in the process of arriving at a satisfactory deal. This step requires listing all relevant players, so that no one who will be influenced or affected by the outcome of the negotiation or its implementation is left out. After you have clarified both parties' interests, take stock of the elements of value available in the negotiation, both tangible and intangible.”[11] 
Designing alternate deal packages utilizes multiple deal options. Several possible deals can be presented and analyzed appropriately and which makes the participants feel as though nothing is forced on them, they can weigh each option. The manager can also evaluate the various options from his or own perspective and to make sure they are in-line with the organizations’ values. 
Select one of the deals involves the negotiator and manager thoroughly describing the out of each selected deal and make sure it is thoroughly understood by all interested parties involved. Once all the feasible deals outcomes have been discussed, the interested parties settle and select the chosen deal. 
The last step is to perfect the deal by making sure all important details have been discussed and covered and then transferred into a binding written contract or an agreement that both parties have agreed to accept. 
Many managers and negotiates view added value negotiation as an advantage because is based on flexibility and it allows for mutual exchange of values and ideas. In addition, researchers have found that stronger relationships are sometimes formed overtime. “But the main advantage of added value negotiating comes down to one thing: better deals than could have been reached by any other method.”[12] Generally, a strong working relationship encourages parties to deal appropriately with their primary differences. This should assist in improving, rather than damaging or haltering the parties’ ability to work together again. 
In conclusion, groups as well as individuals are a very important asset of an organization. Interaction, goal accomplishment and mutual dependence are the key elements of group functions and task. Many organizations have realized the important of having groups. There are numerous of benefits of having groups, but sometimes they fail and are not able to accomplished the set tasks because conflict arise. When individuals within a particular group disagree or contradict the other members’ goals or values, conflict arises. Conflict is inevitable because it is triggered by a wide variety of antecedents. Too little conflict may be counterproductive as too much conflict. Conflict arise in the work place because of a number of reasons including poor resources, various personalities, poor communication among members, jealousy, leadership issues or breakdowns in communication. Some members are not able to work in a team environment or others do not have good listening skills or distinguishing personality traits which help to foster communication and the ability to work together as a team. 
Conflict can occasional be a positive force within an organization, but many times it presents a negative force. Good managers will do all they can to avoid conflict in the work place or within the organization. In general, conflict is inevitable, but I can be resolved. Managing conflict and negotiating in the workplace can entail a conflict resolution process which can promote success in the organization if management is able to be sensitive to the consequences of conflict which may be negative or positive. 
Conflict can benefit or harm an organization and it is the responsibility of management to properly approach and manage conflict. Managers can effectively manage stimulation functional conflict and dysfunctional conflict. Programmed conflict can be implemented by managers to promote creativity and innovation. Managers have to be able to facilitate change and keep intensity down to a manageable level. Managers may also use alternate means of managing conflict which include facilitation, arbitration or mediation which uses the base of the conflict to mediate and form a common ground so a solution can be made that is agreed on by all involved parties. 
Managers can utilize one of the management handling styles in resolving conflict in the workplace. No method is preferred or no method is recommended over the other. The five management styles to handling conflict are integrating, obliging, dominating, avoiding and compromising. 
As a last mean, managers may elect to incorporate negotiation which may be necessary to address intergroup conflict. There is no best way of avoiding or resolving conflict, but managers can utilize distributive negotiating or integrate negotiating. Added value negotiation is a value tool that managers and negotiators utilize today because it allows multiple end results possibilities that can be weighed and evaluated until all involved parties agree. Added value negotiation involves the five step process of clarifying interest, identifying options, designing alternatives options, selecting an option and perfecting the option to close the deal. Negotiating can be very successful and successful integration depends on the quality of information that is exchanged. Effectively managing conflict and negotiation in the workplace can be a valuable tool for a manager and it can be a great tool in attaining an organization’s goals. 
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