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rganizational conflicts are pervasive, yet they can be managed to yield positive 
outcomes through effective policies. Workplace conflicts often arise from cultural 
differences, transforming allies into adversaries, fueled by unconscious bias, lacking 

social intelligence, and pre-existing mindsets. Historical analysis reveals a continuous pattern in 
workplace conflicts, evolving through phases and influenced by societal shifts. Major 
management concepts emerged, each addressing workplace conflicts uniquely. Examining 
workplace conflicts historically is crucial, considering organizational age, evolution, and 
knowledge. Program management, as a link between strategies and projects, requires attention 
for its complex structure. The study aims to investigate the relationship between workplace 
conflicts and worker performance, emphasizing conflict types, management approaches, and 
effects based on employer reports. The conceptual structure outlines theoretical frameworks, 
phases, causes, and interventions for workplace conflicts. A comprehensive literature review 
explores conflicts in various organizational contexts, program management, and historical 
perspectives. Findings indicate personal issues, interpersonal skills, and generational disparities 
as significant contributors to workplace conflicts. Age disparities may not be the sole cause, with 
inexperience and jealousy affecting both sides. Workplace conflicts are influenced by external 
factors, systemic issues, and organizational systems. Effective communication, diverse 
resolution alternatives, and employee participation are crucial for conflict prevention. The study 
recommends proactive measures, resolution alternatives, and effective communication tools for 
conflict prevention. The responsibility for conflict prevention lies with both employers and 
employees, emphasizing a shared responsibility for creating a harmonious workplace. 
Keywords: Organizational Conflicts, Program Management, Age Disparities, Effective 
Communication. 
Introduction: 

Organizational conflicts are a common occurrence, yet they need not be detrimental to 
the overall functioning of a company. By implementing effective policies, organizations can 
handle conflicts in a manner that results in positive outcomes. Unfortunately, workplace cultural 
differences can swiftly transform into divisive conflicts, causing employees who once considered 
themselves allies to become adversaries. This transformation from camaraderie to animosity is 
often fueled by unconscious bias, stemming from the unintentional adoption of stereotypes that 
employees may be unaware of possessing. Another contributing factor is a lack of social 
intelligence, denoting an employee's capability to discern and navigate the complex social 
dynamics within the workplace. The third factor is pre-existing mindsets, reflecting varied 
perceptions of conflict and experiences rooted in each employee's individual history [1]. 
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Researchers [2] delve into the repercussions of employee turnover on organizational 
productivity, citing its impact on the failure to meet company goals due to inadequate staffing. 
The resulting strain on the limited workforce can lead to burnout and fatigue, hindering the 
achievement of set targets. The departure of skilled employees also adversely affects the 
organization's decision-making capacity, causing inefficiencies and delays in implementing 
crucial projects.   

Workplace conflict is a longstanding phenomenon, with a history spanning six millennia 
and documented in various writings. Analyzing the causes and resolutions of workplace conflicts 
throughout history provides valuable insights into the methods employed by Alternative Dispute 
Resolution practitioners [3]. The earliest known complex workplace dispute is found in the 
Bible, dating back around 6,000 years, involving Cain and Abel, sons of Adam and Eve (NIV 
Bible, Genesis 4). Despite the evolution of dispute-resolution techniques over time, the paths 
and patterns of workplace disagreements have shown remarkable continuity [4]. 

In the 20th century, significant structural changes in the workplace mirrored societal 
shifts, leading to the classification of conflicts into two stages: destructive and pacific, based on 
participant descriptions. While progress has been made, differences persist, prompting scholars 
in the early 2000s to delve into the root causes of enduring conflicts. Employers recognized the 
need for skillful conflict resolution plans due to the growing frequency of conflicts arising from 
the increasing demand for employee input [5]. 

Around the turn of the century, four major management concepts emerged: Scientific 
Management led by Taylor, Idealized Bureaucracy led by Weber, Administrative Science led by 
[6], and the Human Relations Movement led by Mayo. Scientific Management, introduced by 
[7], emphasized efficiency and discipline in workplace operations, attributing conflicts to poorly 
designed company structures. The prevailing mindset during that era expected workers to adhere 
strictly to predefined conduct, suppressing creativity and individual expression.  

Examining workplaces historically is crucial for workplace research, considering factors 
such as a company's age, evolution, and organizational knowledge. Fisher and others noted that 
organizations operating for more than 20 years may exhibit less adaptability, potentially 
experiencing corporate sclerosis—hindering quick dispute resolution and lowering employee 
performance in places like Kamuli District. A comprehensive analysis of processes and 
procedures is essential to identify specific workplace components contributing to conflicts [8]. 
Literature Review: 

The existing amount of research on program management indicates a shift away from 
project-centric techniques and towards a heightened emphasis on programs as the crucial link 
between corporate strategies and individual projects. Researchers have addressed this issue by 
recognizing the importance of explicitly defining programs and distinguishing them from 
initiatives.  

Researchers [9] provide a thorough explanation of programs, defining them as a 
deliberate grouping of change actions (projects and operational operations) with the aim of 
achieving strategic and/or tactical advantages. Program management, as defined by [10], refers 
to the process of aligning, planning, coordinating, and executing a set of interconnected projects 
in order to achieve benefits that cannot be attained if the projects are managed separately. The 
study conducted by [11] utilized bibliometric analysis to distinguish the distinctions between 
program and project management. This research identified 11 distinct characteristics.  

Academics commonly concur that change is a crucial element of programming. Studies 
conducted by [12] emphasize the adaptability and benefits of change initiatives in enhancing 
performance. Researchers [13] highlighted the importance of having different management 
abilities for different types of programs, criticizing the idea of using a uniform approach to 
project management.  
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These discussions emphasize three fundamental attributes of programs: they consist of 
a set of interconnected initiatives with common goals; they are initiated to achieve tactical or 
strategic objectives that go beyond the scope of individual projects; and they involve 
organizational modifications. The study of program management has also encompassed the 
examination of relationships, organizational structure, and leadership. Wang, Bai, and Li (2016) 
introduced a hierarchical management structure consisting of four levels for programs. 
Additionally, [14] shows that the context of a program can enhance the connection between 
leadership exhibited by program managers and the effectiveness of the program. In summary, 
program management demands attention due to its complex organizational structure compared 
to projects. Stakeholders in construction programs require support to navigate the dynamic and 
unpredictable nature of program management in diverse contexts [15]. 

The study's primary objective is to investigate the relationship between workplace 
conflicts and worker performance, considering the existing circumstances. The three main 
research goals driving this investigation encompass examining the most common types of 
conflicts in workplaces, evaluating the prevalent approaches employed by employers to address 
conflicts, and determining the effects of workplace conflicts based on employer reports [16].  
Conceptual Structure: 

Several theoretical frameworks offer insights into understanding workplace conflict. 
Realistic Conflict Theory, pioneered by Campbell, posits that conflict arises when two groups 
vie for tangible or intangible resources with incompatible interests, often leading to faction 
violence. This theory underscores the significance of group identification, collective cognition, 
and the impacts of intergroup conflict. Social Identity Theory, as proposed by Edwards and 
others, builds on this foundation, suggesting that jealousy and competition between groups 
result from their cohabitation, leading to the formation of tight ties within one group and casting 
the other as outsiders, driven by the need to define one's identity in relation to others [17].  

The literature on workplace conflicts emphasizes the influence of a company's size on 
its operations and culture. Small businesses, distinct from larger enterprises, necessitate different 
strategies, akin to a closely-knit micro-enterprise where roles are intertwined. Internal and 
environmental factors can contribute to conflicts, as explored by studies linking smoking and 
work-family conflict. Stress from conflicts, both internal and external, was found to increase the 
risk of smoking [18][19]. Notably, prior research has extensively covered forms, strategies, and 
outcomes of conflicts in various contexts, yet little attention has been given to the wide array of 
disagreements reported by small business owners.  

Previous studies, such as [20] longitudinal research, categorized conflict into connection, 
task, and process types, revealing that most conflicts within workgroups fell into the process 
disagreement category. Other studies in Pakistan and the Netherlands further explored conflict 
types and their causes. Khalid and others found that task conflict was prevalent in workplace 
conflicts in Pakistan, while research on Dutch workers identified specific causes for conflicts 
between males and females, including occupational demands and caregiving responsibilities. 

A diverse body of literature offers insights into understanding workplace conflicts, 
ranging from theoretical frameworks like Realistic Conflict Theory and Social Identity Theory 
to empirical studies on conflict types, causes, and management strategies across different 
organizational contexts [21].  
Phases of Conflicts: 

The conflict process unfolds through five distinct phases, starting with the Prelude to 
Conflict, where factors like cultural differences and varied backgrounds set the stage for 
potential disputes. A Triggering Event, the second phase, is essential for conflicts to emerge, 
often initiated by interactions such as individuals from diverse cultural backgrounds attempting 
to persuade each other. As conflicts intensify, the Initiation Phase kicks in, marked by heated 
arguments and verbal disagreements. Subsequently, the Differentiation Phase sees individuals 
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voicing their differences, leading to a clearer expression of conflicting views. Ultimately, the 
Resolution Phase becomes crucial, emphasizing compromise and constructive dialogue as 
parties strive to settle disputes. Workplace conflicts, encompassing verbal, religious, emotional, 
social, personal, organizational, and community dimensions, are identified, with an emphasis on 
resolution and understanding [22][23]. The varied types of conflicts, including interpersonal, 
intragroup, intergroup, and role conflicts, are recognized, highlighting the potential benefits of 
dissenting opinions for creative problem-solving. Stress emerges as a consequence of 
interpersonal conflict, impacting employees' well-being. The positive outcomes of conflicts, 
such as increased group penetration and creative solutions, are acknowledged. Conflict 
management strategies, encompassing the establishment of superordinate goals, organizational 
improvements, counseling, and change management, are proposed as effective measures. The 
resolution of enduring conflicts that detrimentally affect both work and individuals is 
underscored as a crucial organizational endeavor [24]. 

 
Figure 1: Various Phases of Conflicts. 

Causes of Conflicts: 
The causes of workplace conflicts are multifaceted and can stem from various sources. 

Cultural differences often contribute to conflicts, as individuals from different backgrounds may 
communicate and interpret situations differently. Communication problems, including a lack of 
effective communication or poor communication, are identified as one of the most common 
causes of workplace conflicts. Differing goals and objectives among employees can lead to 
conflicts when they are working toward different targets or have conflicting ideas about how to 
achieve shared goals. Personal differences, such as contrasting personalities, values, and beliefs, 
are frequently cited as sources of tension and arguments [25]. 

Limited resources, such as parking spaces or job-related responsibilities, can also trigger 
conflicts among employees. Organizational factors, such as changes in company policies or 
restructuring, may contribute to conflicts when employees perceive threats to their jobs or 
increased work demands. Workplace conflicts arising from cultural differences encompass issues 
like a lack of understanding, stereotyping, different values and beliefs, diverse communication 
styles, and varied approaches to teamwork. 

Discrimination, particularly based on religious, ethnic, or gender differences, is 
highlighted as a significant cause of conflict in the workplace. Employee turnover, jurisdictional 
ambiguities, and dependence on a shared resource pool are additional factors contributing to 
conflicts in organizations. 

The lack of expected performance standards within an organization can create tension 
and competition among employees, leading to workplace conflicts [26]. Inclusive policies, clear 



                                                              Magna Carta: Contemporary Social Science 

April 2024|Vol 3|Issue 1                                                                          Page |65 

communication, and education about discrimination are suggested as interventions to address 
and prevent workplace conflicts. Additionally, establishing clear standards for dress codes and 
workplace expectations is recommended to minimize conflicts related to misunderstandings. 

 
Figure 2: Various causes of conflicts within the organization. 

Conflicts in Work Projects: 
Regardless of the project delivery mechanism, conflict is a prevalent issue in projects 

and has been extensively researched from various perspectives. Stakeholders in construction 
projects often exhibit distinct interests, leading to conflicting actions that impact the project's 
management. The research conducted by [27] highlighted the significance of the impact 
assessment process in conflict resolution, specifically in relation to hydropower building 
projects. A comprehensive paradigm model was developed to depict the causes and effects of 
conflict in construction projects. This model includes project elements, conflict variables, events, 
client and main agent reactions, and conflict outcomes. Instances of disputes with external 
entities, particularly in government-backed initiatives, have also been cited [28]. 

Researchers [29] categorized the many sources of conflict in construction projects into 
three broad categories: behavioral, contractual, and technical concerns. Conflicts often arise due 
to divergent interests and disparities in authority among stakeholders. The complexity of the 
parties involved may give rise to poorly drafted contractual provisions, inadequate preparation, 
financial challenges, and breakdowns in communication, all of which can lead to conflicts and 
the need for arbitration. The primary source of conflicts in building construction projects is 
predominantly attributed to inadequate communication among stakeholders. Projects involving 
collaborations between public and private entities may face difficulties arising from conflicting 
goals, limited resources, and interdependence of tasks. As per the findings of [30], conflicts often 
revolve around efforts to get potential benefits resulting from differences in knowledge. 

Inherent and inevitable disputes that arise in projects can have either beneficial or 
detrimental impacts on the project managers responsible for their resolution. Negative 
consequences encompass cost overruns, project delays, diminished productivity, reduced 
earnings, and strained corporate relationships. Construction project participants consider 
conflict to be the primary factor that significantly affects project cost. Conflict can negatively 
impact project schedules and cost performance. Notwithstanding these limitations, other 
scholars argue that disputes can provide favorable outcomes, such as enhancing team creativity 
and fostering stronger connections among project participants [31]found a positive association 
between conflict and team tension, which promotes adaptability in the conduct of project team 
members. 
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Conflict Resolution: 
Historically, studies on conflict resolution in the construction sector have primarily 

concentrated on the individual project level, rather than taking into account the broader and 
more inclusive program level. Traditional methods of resolving conflicts, such as arbitration, 
litigation, and negotiation, have become widely accepted. The importance of effective conflict 
resolution at the project level is increasingly recognized due to its substantial influence on several 
elements such as project performance, resource allocation, design optimization, space utilization, 
and project objectives. 

In their study, [32] proposed a conflict resolution strategy framework that serves as a 
systematic approach to address performance discrepancies in construction projects, ultimately 
aiming to enhance project performance. The Niched Pareto Genetic Algorithm was adapted to 
handle many objectives in building projects and optimize project timeframes. The integration of 
4D and Building Information Modelling technology has been implemented to address and 
mitigate disputes in the construction business. This integration offers digital solutions for 
managing conflicts in workspaces and schedules. Significant efforts have been made to utilize 
4D CAD models for the purpose of forecasting conflicts in extensive restoration projects, such 
as railway stations. Researcher [33] introduced a Fuzzy Preference Relations Consensus 
technique to facilitate mutual agreement between contractors and clients regarding obligations 
and to reduce conflicts in collaborative projects. In addition, [34] introduced a three-phase game 
framework as a solution for resolving financial disputes in PPP projects. They argue that this 
framework has the potential to decrease the extent, length, and negative consequences of 
conflicts that arise during negotiations. 

Researchers have focused less on program conflicts compared to project conflicts, which 
have garnered significant attention. The authors [27][35] addressed the challenges that emerged 
during the subcontracting of asphalt works in a large-scale airport construction project. In 
contrast, [33] investigated the origins and resolutions of resource conflicts inside a program by 
analyzing conflict management strategies and management models for program resources. 
However, these studies did not make an effort to replicate the viewpoint of the individuals 
involved in the conflict management process inside construction programs. 
Findings: 

Studies indicate that workplace conflicts often stem from individuals struggling to cope 
with challenging situations in their personal lives. Difficulty in resolving disputes at home, 
particularly during significant life changes like children moving out, can lead to concealed 
sorrow. Parents may choose not to discuss their feelings with their children, and this 
unexpressed emotional burden may manifest as irritability or agitation at work, with blame being 
placed on external factors.  

Intensely felt emotions can distort individuals' perceptions, causing them to view their 
own words as more important and accurate, turning passing thoughts into steadfast values that 
must be vehemently defended during disagreements. Creating a safe space within companies for 
employees to discuss private issues is recommended as it has the potential to reduce workplace 
disputes caused by external pressures. Sometimes, conflicts at work may serve as a way for 
individuals to cope with stressors in their personal lives, leading to behaviors like retaliation for 
perceived disrespect at home.  

Research suggests that personal experiences with jealousy or inadequacy can drive 
individuals towards leadership roles, and if these issues are not addressed, conflicts at work may 
arise, negatively impacting productivity. Resolving personal disputes at work can be challenging 
without the intervention of an impartial third party, as individuals tend to attribute misbehavior 
to external factors beyond their control, perpetuating the conflict.  

Generational disparities often play a significant role in workplace disputes, with young 
employees lacking essential conflict resolution skills. Seeking advice from friends and family, 
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albeit valuable, may result in seeking confirmation bias. Maturity, objectivity, and a willingness 
to learn are essential for handling conflicts positively and resolving them effectively. Overall, 
workplace conflicts influenced by personal issues and interpersonal skills can adversely affect 
employee productivity and highlight the importance of fostering a mature and constructive 
approach to conflict resolution in the workplace.  

The results of the study suggest that age disparities may not be the sole cause of disputes 
affecting workers' performance, as generational conflicts can arise on both sides. Inexperience 
among younger employees and jealousy among seasoned employees contribute to these issues, 
often stemming from a lack of dedication, skill, and crucial mentorship. Baltimore emphasizes 
the challenging task of integrating new and young personnel, highlighting the need for senior 
staff to acknowledge their responsibility in ensuring the success of new hires.  

According to a recent poll by the Uganda Equal Opportunities Commission (2022), 75% 
of respondents agree that employers fail to provide sufficient assistance to their subordinates, 
contributing to workplace conflicts. Work-time conflicts, particularly work-family conflicts, 
were found to be prevalent in the region, manifesting in various forms such as time-based, 
behavior-based, or strain-based conflicts.  

External factors, including reporting regulations and economic challenges, were 
identified as contributors to workplace conflict. The Sarbanes-Oxley Act introduced additional 
responsibilities for firms, leading to increased paperwork and accounting efforts. Economic 
hardships have put companies to the test, intensifying pressure and resulting in heightened 
workplace disputes.  

Systemic conflicts, whether established formally or informally, were found to be 
common in the workplace and often lead to unforeseen negative outcomes. Poorly defined 
systems can cause significant stress among individuals, as observed in some District 
organizations where employees blame each other for system shortcomings. Organizational 
systems, including leadership, values, clarity in tasks, support for collaboration, and resource 
distribution, were identified as major causes of workplace conflict.  

The examination and interpretation of results suggest that during adversity, individuals 
may resort to drastic measures, undermining the stability of the firm. Proactive measures, diverse 
resolution alternatives, and checkpoints can help prevent disputes from escalating. Edwards and 
others recommend implementing multiple protective measures and resolution alternatives to 
detect and address disputes effectively.  

Effective communication is emphasized as a crucial aspect of conflict prevention. 
Managers are encouraged to communicate explicitly, politely, and in a manner conducive to 
seamless execution by staff. Offering a diverse range of tools and alternatives for dispute 
resolution, such as assessing employee performance, providing education, implementing flexible 
compensation structures, offering skill development programs, promoting employee mobility, 
and fostering collaborative work environments, can contribute to a positive workplace culture.  

The study suggests that selecting the most suitable alternative dispute resolution process, 
based on past experiences, reduces subjectivity and facilitates prompt issue resolution. Employee 
participation in workplace decision-making is identified as crucial for conflict reduction, aligning 
with earlier management theories that emphasize the importance of actively engaging employees 
in both the working environment and decision-making processes.  
Conclusion: 

Studies highlight the crucial role of managers in shaping a work environment that 
minimizes conflict. Once such an environment is established, employees tend to adopt behaviors 
that prevent conflicts. The responsibility lies with both employers and employees to actively 
engage in conflict prevention. Employees who consistently cause issues should utilize available 
resources and training to learn conflict prevention techniques, or they may need to consider 
seeking employment elsewhere.  
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Employers are tasked with providing alternatives and conflict management training, 
addressing and changing employees' attitudes and work habits through training and involvement 
in decision-making processes. On the other hand, employees should actively demonstrate 
respect and maturity towards their colleagues. The shared responsibility between employers and 
employees is crucial in creating a successful workplace. Granting employees respect and 
autonomy fosters a sense of responsibility and mature behavior.  

The author advises employers to focus on creating an environment that encourages 
cooperative problem-solving, emphasizing justice, and prioritizing conflict resolution. 
Implementing policies for internal conflict resolution, empowering and training employees to 
handle conflicts, and rewarding their efforts in conflict resolution contribute to a positive 
workplace culture. Employers can support employees by assigning tasks and treating them with 
maturity, expecting reciprocal responsibility and mature behavior. Overall, a proactive approach 
to conflict prevention benefits both employers and employees in creating a harmonious and 
successful workplace. 
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