Conflict Management Styles

Back in the 1970’s Kenneth Thomas and Ralph Kilmann argued that people have a preferred conflict resolution style. They identified five main styles of dealing with conflict and also found that each style was useful for different situations. 

Below is a chart showing different styles, characteristics of each style, when they’re useful and the drawbacks to each style. Think about your own style – do you tend to find yourself using just one style? Identifying you own comfort zone for handling conflict can free you to use other approaches.

Once you understand the different styles, you can use them to think about the most helpful approach (or mixture of approaches) for the situation you're in. 
Ideally you can adopt an approach that meets the situation, resolves the problem, respects people's legitimate interests, and mends damaged working relationships
Conflict Management Styles
	Conflict Handling Style
	Characteristics of style
	Situations where useful
	Drawbacks

	Competitive


	Know what you want

Operate from position of power, rank, expertise or persuasive ability
	Fast decisions

Emergencies

Defending people being exploited
	Can leave people feeling bruised, unsatisfied and resentful when used in less urgent situations

	Collaborative
	Trying to meet the needs of all people

Assertive, co-opertive style

Recognises that everyone equally important
	Brings together a range of opinions and needs to get to the best outcome

Useful where there has been conflict in the group


	When decision needed quickly – can take time

Needs others to co-operate

	Compromising
	Finding solutions that partially suit all

Everyone gives up something
	When cost of conflict is higher than  losing something

When group is at standstill and deadline looming
	People having to agree to give up something

	Accommodating
	Meeting others needs at own expense

Knows when to give in to others

Not assertive, but highly co-operative
	When issues matter to other party

When peace more important than winning

When you want to call in favours later
	May not get best outcome

May not collect on favours

	Avoiding
	Evade conflict 

Delegate controversial decisions

Not wanting to hurt others
	When victory is impossible

When someone else in better position to resolve issue
	Perceived as weak and ineffective


