Abstract 
Effective managers are successful within the workgroup and organization when a style is used to resolve a conflict. People do experience conflict in their lives. There has always been a lot of interest in how to manage conflict once it appears in the open, and that is important. What is not so common is a concern for preventing unnecessary conflict, so it does not start in the first place. Managers are capable of using all five resolutions skills to deal with conflict in the workplace. 

Organizations of all types need good managers in order to survive when dealing with conflicts that will occur within a workplace. Many people holding management positions will be confronted with issues between two people or two groups with opposite goals. An effective manager will recognize sources of conflict and learn to use conflict resolutions to benefit their organization. Managers will be called on to settle the disputes of subordinates, and should never shy away from conflict. The effective handling of conflict is a necessary part of a managerial duty. Recognizing the different aspects of a conflict and the different manners in which conflict escalates allows a manager to deal with situations more effectively. Managers essentially can draw upon conflict resolutions such as avoidance, accommodation, forcing, compromise, and collaboration which are proven to be effective in stimulating constructive conflict in the workplace. 
Avoidance involves ignoring or suppressing a conflict. Avoidance is appropriate for trivial issues, when emotions are high and a cooling-off period is needed, or when the cost of confrontation out-weighs the benefits of resolving or worsening problems. Looking the other way can be an effective approach if used infrequently. Not every conflict is worth your time and effort to resolve (Robbins, 1997). Some people attempt to avoid conflict by postponing it, hiding their feelings, changing the subject, leaving the room or quitting the project. Sometimes, doing nothing is a smart thing to do, providing the decision to do nothing is well thought out and based on an analysis of the situation. Although avoidance might appear to be a “cop-out,” it can sometimes be the most appropriate response. A common means of avoiding conflict is to be secretive. This can be done by employees and managers. The notion is that if no one knows what is being done, there can be little conflict. By being secretive, one may delay conflict and confrontation, but when it does surface it will have far more negative emotions attached to it than would have been the case if things were more open. It may be wise to avoid a conflict if the issue is minor or if the potential conflict partner is a formidable opponent. Not every conflict justifies your attention. One should not routinely withdraw from conflicts because it provides only a temporary fix and sidesteps the underlying problem. 
An accommodating manager is also known as a “smoothing” or “obliging” manager (Hemmer, 2003). Accommodating is allowing the desires of the other party to prevail. This resolution reflects low assertiveness and high cooperativeness. Accommodating may be an appropriate conflict-handling strategy when a manager wants to show reasoning, develop performance, create good will, and to keep peace. Accommodation is helpful for a group to review their common purpose in the midst of conflict. Accommodation should not be used if an important issue is at stake which needs to be addressed immediately. The accommodating skills include the ability to sacrifice, the ability to be selfless, the ability to obey orders, and the ability to yield. Managers who overuse the accommodating style exhibit a lack of desire to change and usually demonstrate anxiety over future uncertainties. When accommodating is overused certain behaviors emerge. Some of these behaviors include giving up personal space, making victim statements, being overly helpful and then holding a grudge. Under use of accommodating style can result in lack of rapport, low morale, and an inability to yield. Managers should use this style for the development of employees by allowing them to experiment and learn from their own mistakes. 
Forcing is simply ordering an outcome, when a manager relies on his or her format authority and power to resolve a conflict. Forcing is appropriate when an unpopular solution must be implemented and when it is not important that others be committed to an individual’s viewpoint (Hemmer, 2003). In forcing, an attempt is made to satisfy one’s own needs at the expense of the other party. The advantage of forcing is speed. Forcing works well when a quick resolution on important issues is needed. The disadvantage is that in the end it does not resolve personal conflict. If anything, it aggravates it by breeding hurt feelings and resentments. Managers must choose the right time to resolve a conflict. Individuals have to be willing to address the conflict. People are likely to resist if they feel they are being forced into negotiations. Avoid resolutions that come too soon or too easily. People need time to think about all possible solutions and the impact of each. Quick answers may disguise the real problem. All parties need to feel some satisfaction with the resolution if they are to accept it. Conflict resolutions should not be rushed. 
The compromising style is when both parties give up something in order to gain something. It represents a rational and effective way to deal with conflicts. The style is moderately assertive and moderately cooperative; the goal is to find middle ground. With this style, the parties agree to partial victory and partial defeat. This style produces temporary solutions and is appropriate when time is a concern, and as a back up for the competing and collaborating styles when they are unsuccessful in resolving the situation. Be willing to admit mistakes and allow others to graciously admit mistakes. Dealing effectively with conflict means willingness to give and take (Berryman-Fink, 1952). Compromising skills include the ability to communicate and keep the dialogue open, the ability to find an answer that is fair to both parties, the ability to give up part of what you want, and the ability to assign value to all aspects of the issue. Compromise is appropriate when both sides have opposite goals or possess equal power. But compromise is not workable when it is used so often that it does not achieve results; for example, continual failure to meet production deadlines. The benefit of compromise is that it is a democratic process that seems to have no losers. However, since so many people approach compromise situations with a win lose attitude, they may be disappointed and feel cheated (Hemmer, 2003). Being skilled at the bargaining or negotiating process involved in reaching a compromise is the hallmark of a good manager (Berryman-Fink, 1952). 
The last style is Collaboration. Managers must encourage collaboration to reach a win-win solution that benefits the employee and the company. Collaboration is appropriate for complex issues plagued by misunderstanding. It is inappropriate for resolving conflicts rooted in opposing value systems (Hemmer, 2003). Collaboration is when the concern is to satisfy both sides. It is highly assertive and highly cooperative. Appropriate uses for the collaborating style include integrating solutions, learning, merging perspectives, gaining commitment, and improving relationships. Using this style can support open discussion of issues, task proficiency, and equal distribution of work amongst the team members, better brainstorming, and development of creative problem solving. This style is appropriate to use frequently in a team environment. Collaborating skills include the ability to use active or effective listening, confront situations in a non-threatening way, analyze input, and identify underlying concerns. Overuse of the collaborating style can lead to spending too much time on trivial matters, diffusion of responsibility, being taken advantage of, and being overloaded with work. Under use can result in using quick fix solutions, lack of commitment by other team members, disempowerment, and loss of innovation. Collaboration is best when individuals trust and respect one another. 
People tend to look at conflict in the workplace as being negative. In reality, conflict will never be eliminated, and if attempts are made people will probably only force some of it underground. A team would be worthless if everyone agreed on every issue. Conflict can stimulate creativity and prevent stagnation. Conflict can be an effective way for everyone to grow, learn and become more productive and satisfied in the workplace. Every workplace has its disagreements and always will. Disruptive conflicts can and should be resolved if the manager and the employees involved are to move forward (Kaye, 1994). Managers need to look at conflict as and opportunity to be effective in using the skills necessary that is important in getting things done. Effective managers need to recognize sources of conflict and learn to use conflict to benefit employees and the organization. 
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