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Abstract

This research offers a fresh perspective on the theoretical evaluation of
organizational conflict management styles by applying the Thomas-Kilmann
Conflict Management Model. Effective conflict management serves as a critical
catalyst for driving key performance indicators, including organizational
collaboration, workplace efficiency, and employee morale. Drawing on
foundational literature, this article systematically examines how targeted conflict
management strategies resolve systemic disputes across four distinct levels:
interpersonal, intrapersonal, intragroup, and interorganizational. Employing a
conceptual research design rooted in secondary data, the study utilizes both
directed content analysis and thematic evaluation based on the Thomas-Kilmann
framework to decode operational patterns and institutional implications.

The findings indicate that because no single universal style fits every
organizational culture, the deployment of competing, collaborating,
compromising, accommodating, or avoiding strategies must be highly situational.
Collaborative and accommodating approaches foster long-term stability in
relationship-driven environments, whereas avoidance, competition, and
compromise offer necessary operational flexibility under high-pressure
conditions or in low-stake scenarios. Ultimately, this study underscores conflict
management not merely as a tool for dispute resolution, but as a strategic
mechanism for transforming structural disagreements into processes that
actively advance organizational goals.

Introduction

In the contemporary corporate landscape, particularly within team-driven
structures, organizational communication is the fundamental bedrock of daily
operations. Consequently, one of the most predictable outcomes of continuous
workplace interaction is the emergence of conflict. Modern managers regularly
dedicate a substantial portion of their operational time to mitigating disputes and
resolving behavioral inconsistencies that stem from personality clashes. When
conflict management is deployed inefficiently, it causes a misallocation of
organizational energy and a misdirection of workforce potential, ultimately
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resulting in costly missed opportunities. While calculating the exact financial
losses generated by workplace friction remains a significant challenge, it is
evident that unresolved tension erodes institutional efficiency. This article
explores how conflict management serves as a strategic tool for enhancing
organizational collaboration and employee performance. By evaluating
secondary literature, the study applies both directed content analysis and
thematic analysis to extract core behavioral patterns and practical managerial
implications.

Conflict is an unavoidable phenomenon within organizations, as it
encompasses a complex interplay of cognitive, psychological, physiological, and
contextual dynamics. Historically, the majority of established frameworks have
approached disputes through either a purely psychological or a strictly economic
lens, primarily aiming to reduce or eliminate friction between individuals and
groups. However, effective communication remains the primary precursor to
establishing fair, interconnected relationships and fostering mutual
understanding between junior and senior staff (Madalina, 2015).

To understand these dynamics systematically, this study evaluates the
Thomas-Kilmann Conflict Management Model, which is widely recognized as one
of the most effective frameworks for understanding organizational disputes.
Based on two distinct behavioral axes—assertiveness and cooperativeness—the
Thomas-Kilmann model outlines five specific dispute-resolution styles:
competing, collaborating, compromising, accommodating, and avoiding. Rather
than viewing conflict resolution as a rigid mechanism, this framework serves as a
dynamic roadmap, enabling managers to strategically select appropriate
interventions based on the specific nature of the situation, the high-stakes
importance of the issue, and the long-term value of the relationships between the
parties involved.

Literature review

Organizational conflict is a multifaceted phenomenon that manifests across

various institutional layers. Drawing on contemporary literature, these disputes
can be classified into four distinct operational categories:
Intrapersonal Conflict: Intrapersonal conflict comes up when an individual has
internal struggles about competing desires, beliefs, values, or goals. Interpersonal
conflict often arises when a person faces difficult decisions with conflicting
emotions. This type of conflict cannot fail to influence individual’s mental and
emotional wellbeing, as unresolved tensions may hinder personal growth and
self-acceptance (Mishra, 2023).
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Interpersonal Conflict: This type of conflict arises when more than two entities
have different perspectives, goals, values, personalities, leading to disputes
among people. These conflicts can manifest in variety of contexts, such as human
relationships, workplace dynamics, or social interactions, often resulting from
misunderstandings, miscommunication, or competing interests. Emotional
feelings such as frustration and anger can amplify the situation in interpersonal
conflict or obstruct effective communication (Mishra, 2023).

Intragroup Conflict: Intragroup conflict arises within a group or team when dual
parties have different opinions, goals, or interpersonal relationships among its
members. The variety of sources can contribute to this type of conflict such as
competition for resources, diverse working styles, or misunderstandings about
roles and responsibilities, leading to tension and reduced collaboration. If
intragroup conflict will carry out effective management, it can serve as a catalyst
factor for innovation and growth (Mishra, 2023).

Intergroup Conflict: Intergroup conflict refers to tension and disagreement either
between groups both inside and outside of an organization or two groups within
the same (Mishra, 2023).

Conflict management strategies

Thomas-Kilmann Conflict Model
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The goal of Thomas and Kilmann is to create an accessible model that could
be applied across various organizational levels, helping individuals handle

nimnn
HBIMINn




DEVELOPMENT OF PEDAGOGICAL TECHNOLOGIES IN
. MODERN SCIENCES :
TURKISH International scientific-online conference TURKISH

conflict more effectively. The Thomas-Kilmann Conflict Mode Instrument (TKI)
assesses how people act when they feel that their goals, needs, or interests clash
with another entity’s goals or interests. In such situations, under cover of two
fundamental dimensions an individual’s behavior can be explored: (vertical)
assertiveness, the degree which a person seeks only to satisfy his own needs and
interests, and (horizontal) cooperativeness, the degree which an individual aim
to address the needs of the other party (Marwa Al Kabbani, 2025).

Competing (High Assertiveness, Low Cooperativeness): This represents a win-
lose orientation where an individual prioritizes their own objectives at the direct
expense of the opposing party. This style focuses heavily on personal decision-
making rather than building tight institutional relationships. While less
collaborative, it remains highly effective in time-sensitive situations or when
decisive, unpopular actions are mandatory for organizational survival.
Collaborating (High Assertiveness, High Cooperativeness): In contrast, this
approach embodies an integrative win-win philosophy. It aims to identify an
optimal solution that fully satisfies and engages both opposing parties. Rather
than merely standing up for individual rights, collaboration involves
acknowledging the validity of the other party's position. Disagreements are
addressed openly, encouraging teams to merge diverse issues into a workable,
unified solution.

Compromising (Intermediate Assertiveness and Cooperativeness): This style
strikes a practical middle ground between assertiveness and cooperation. The
primary objective of compromise is to establish a mutually acceptable resolution
that partially satisfies both parties. It requires more operational concessions than
competition but fewer than accommodation, resulting in moderate wins and
losses for both entities.

Avoiding (Low Assertiveness, Low Cooperativeness): This tactical maneuver
occurs when an individual refrains from pursuing either their own interests or
those of the other party, effectively sidestepping the dispute. Avoidance can be
strategically viable when dealing with highly unaccommodating entities with
immutable views. Furthermore, it serves as a necessary mechanism to allow
heated emotions to cool off before open opposition escalates.

Accommodating (Low Assertiveness, High Cooperativeness): This relationship-
driven style prioritizes the opposing party’s concerns over one’s own. By
purposefully emphasizing organizational similarities and dismissing
interpersonal differences, accommodation sacrifices short-term personal goals to
preserve team harmony, workplace morale, and long-term professional goodwill.
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Conclusion

In conclusion, managing organizational conflict is not merely a reactionary
tool for crisis intervention, but a critical strategic mechanism for enhancing
workplace collaboration and driving employee performance. By systematically
evaluating disputes across four distinct levels—interpersonal, intrapersonal,
intragroup, and interorganizational—this study demonstrates that conflict is an
unavoidable byproduct of dynamic human interaction. Consequently,
institutional success depends heavily on a manager's capacity to navigate these
disputes without misallocating valuable workplace energy or missing operational
opportunities.

Through the lens of the Thomas-Kilmann framework, this research
underscores that there is no single universal style suitable for every
organizational scenario. Instead, effective governance relies on situational
adaptability and emotional intelligence. While competing, compromising, and
avoiding strategies offer necessary operational flexibility and speed in high-
pressure or low-risk situations, they can trigger dissatisfaction if overused.
Conversely, collaborating and accommodating approaches serve as foundational
catalysts for building a healthy team culture, strengthening professional
relationships, and elevating long-term employee morale. Ultimately, when
leaders master the fluid transition between these five distinct modes, they
transform inevitable workplace friction from an operational obstacle into a
powerful gateway for sustainable growth and organizational synergy.
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