
                          © 2024 IJNRD | Volume 9, Issue 7 July 2024| ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2407173 International Journal Of Novel Research And Development (www.ijnrd.org) 
 

 

b703 
c703 

NEGOTIATING HARMONY: THE INTERPLAY 

OF PSYCHOLOGY & CONFLICT 

MANAGEMENT IN THE WORKPLACE 

Supervised by:                                                                   Submitted by: 

Dr. Abhishek Mendiratta                                                 Virginia Merlyn Scott 

Assistant Professor                                                          Student BA [H] Psy 

ABS                                                                                   Semester 6 

 

AMITY INSTITUTE OF BEHAVIOURAL & ALLIED SCIENCES 

AMITY UNIVERSITY RAJASTHAN 

 

ABSTRACT  

 

The art of negotiation is an essential element of human interaction, taking place in diverse settings including 

personal connections, commercial transactions, and global diplomacy. Within the professional realm, 

negotiation assumes a pivotal role in conflict resolution, decision-making, and the attainment of mutually 

advantageous results. The current study delves into the existing literature to acquire knowledge about the 

psychological aspects of conflicts and its management and examining the fundamental principles, tactics, how 

compatible it is with improving the lives of employees and the psychology associated with the employee using 

these management methods along with the effect of gender on the variables considered.   

 

Keywords: Negotiation, Psychology, Conflict Management, Conflicts, Workplace 

 

http://www.ijrti.org/


                          © 2024 IJNRD | Volume 9, Issue 7 July 2024| ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2407173 International Journal Of Novel Research And Development (www.ijnrd.org) 
 

 

b704 
c704 

 

INTRODUCTION 

 

Conflicts are an integral aspect of human interactions. Whether it is a disagreement among colleagues, a clash 

of interests within a team, or tension between departments, conflicts emerge in all spheres of life. In the 

workplace, where diverse personalities, goals, and expectations merge, understanding the dynamics of conflict 

becomes essential. This is where the field of conflict management comes into play - a skill set that every 

individual, from entry-level employees to top executives, should develop to be able to grow in their career. 

 

Conflict, within the field of psychology, refers to the simultaneous activation of two or more powerful motives 

that cannot be resolved at the same time. For instance, a person doing a particular activity in order to feel a 

sense of belonging and engage in activities that their friends partake in. In Western culture, this is considered a 

significant motive. However, the individual may lack the skills required and be sensitive to ridicule from their 

peers, whether real or imagined. Thus, they also possess a motive to avoid that activity to evade humiliation. 

This places them in a dilemma, as both doing and not doing the activity will result in distress. This situation is 

known as an approach-avoidance conflict. Psychologically, a conflict arises when the reduction of one 

motivating stimulus necessitates an increase in another, thereby demanding a new adjustment. 

 

It is important to note that conflicts vary in severity. A conflict between two desired gratifications, known as an 

approach-approach conflict, such as when a person must choose between two appealing and feasible food 

menus, may lead to some indecisiveness but rarely causes significant distress. On the other hand, a conflict 

between two dangers or threats, referred to as an avoidance-avoidance conflict, tends to be more distressing. 

For instance, an individual may strongly dislike something but the fear of being left out over wins. Additionally, 

conflicts involving a need and a fear can also be intense. Conflicts that entail intense threats or fears are not 

easily resolved and often leave the individual feeling helpless and anxious. Consequently, further adjustments 

may prioritize alleviating anxiety rather than finding solutions to actual problems. 

 

It is worth noting that conflicts often operate at an unconscious level, making it difficult for individuals to clearly 

identify the source of their distress. Many powerful impulses, such as fear and hostility, are heavily stigmatized 

by society, leading children to quickly learn to suppress and deny them, even to themselves. When such impulses 

are involved in a conflict, individuals experience anxiety without fully understanding its cause. Consequently, 

they may struggle to apply rational thinking to the problem at hand (Britannica, 2023). 
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Conflict is not necessarily unavoidable or inherently negative. Instead, it is a natural outcome of differing 

opinions, interests, and perspectives. Parties involved in a conflict may feel offended, bothered, or challenged 

by one another. Acknowledging conflict as a part of life's dynamics enables us to approach it in a constructive 

manner. Conflict management refers to how we effectively deal with incompatible actions with others, whether 

those "others" are individuals or groups (Elgoibar, Euwema, & Munduate, 2017). 

 

In a professional setting, conflicts can arise in different forms: 

1. Interpersonal Conflicts: These conflicts arise between coworkers, managers, and employees. They are often 

caused by differences in communication methods, work approaches, or personal beliefs. 

2. Group Conflicts: Teams may face conflicts due to conflicting objectives, power dynamics, and decision-

making procedures. Striking a balance between individual goals and collective aims requires careful navigation. 

3. Organizational Conflicts: Larger entities such as departments, organizations, or even entire companies may 

encounter conflicts concerning resource distribution, strategic orientation, and organizational values. 

 

Kurt Lewin and other early theorists acknowledged that tension within groups has the potential to inspire 

members to work together towards shared objectives. Mary Parker Follett expanded on this idea by emphasizing 

the positive aspects of conflict, viewing it as the manifestation of divergent opinions or interests. Morton 

Deutsch, on the other hand, focused on the connection between perceived goal interdependence and the 

interactions among group members. These valuable insights underscore the notion that conflict does not 

necessarily have to be detrimental; instead, it can serve as a catalyst for creativity, innovation, and overall 

development (Elgoibar, Euwema, & Munduate, 2017). 

 

Effective conflict management requires a flexible approach. The following strategies are crucial: 

1. Evaluation: Gain a comprehensive understanding of the conflict by analyzing the parties involved, their 

objectives, and the underlying issues. Determine whether it stems from conflicting interests or a breakdown in 

communication. 

2. Collaboration: Promote cooperation among all parties involved. Encourage open and honest discussions, 

active listening, and empathy. Building trust is essential in fostering collaborative relationships. 

3. Productive Disagreement: Embrace healthy debates that allow for diverse perspectives. Constructive 

controversy involves respectful disagreements aimed at finding the best possible solutions. 

4. Third-Party Involvement: At times, external individuals such as mediators, HR professionals, or supervisors 

may intervene to facilitate resolution. Their assessment of the conflict's stage and appropriate intervention is 

crucial. 

http://www.ijrti.org/
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Negotiation, which falls under the umbrella of conflict management, is heavily influenced by cultural norms. 

The way people from different cultures negotiate can vary greatly, impacting their communication styles and 

approaches to resolving conflicts. Moreover, power dynamics also play a crucial role in negotiations, with the 

more powerful party often having the upper hand (Deutsch, 1949). 

Negotiation involves engaging in discussions with parties who have conflicting (yet occasionally overlapping) 

preferences and interests. The primary objective is to achieve a consensus on significant matters. It is a 

collaborative decision-making procedure that entails interactive communication.  

 

When confronted with interpersonal conflict, individuals often employ various strategies: 

1. Competing (Dominating): In this approach, one party strives to emerge as the victor, even if it means the 

other party suffers a loss. It revolves around asserting dominance. 

2. Avoidance: This scenario results in losses for both parties involved. Instead of directly confronting the issue, 

they choose to evade it altogether. 

3. Accommodating (Obliging): In this approach, one party willingly sacrifices their own interests to fulfil the 

desires of the other party. It creates a situation where one-party wins while the other loses. 

4. Collaborating (Integrating): Considered the most desirable approach, both sides work together to discover 

solutions that benefit everyone involved. It leads to a situation where both parties win. 

5. Compromising: This strategy involves finding a middle ground where both parties are willing to give up 

certain aspects to reach a mutually acceptable agreement. It entails a mixture of wins and losses for both parties. 

 

Negotiation does not revolve around achieving complete triumph; rather, it revolves around discovering shared 

interests. Although certain disputes may resemble battles, fruitful negotiations require understanding, 

innovation, and the ability to resolve problems. It is worth recalling the tweet by Trump during the tense US-

Iran relations, "Iran never won a war, but never lost a negotiation!" However, genuine success lies in win-win 

resolutions that bring advantages to both parties in the long term. 

 

When we explore the psychology behind conflict management, we come to realize that conflicts should not be 

seen as obstacles, but rather as opportunities for personal and professional growth. By gaining a deep 

understanding of the complexities of conflict, fostering collaborative relationships, and embracing constructive 

disagreements, we can effectively navigate conflicts in the workplace. Ultimately, a workplace that is resilient 

to conflicts is one where diverse perspectives’ are valued and utilized for the collective success of the 

organization. 

http://www.ijrti.org/
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REVIEW OF LITERATURE 

 

Kilag, et.al. (2024) in their study identified key elements of workplace conflict which led to the development 

of five themes. The themes purported the usefulness of conflict management, emphasizing its significance in 

the relationship between supervisors and the supervised. They proposed that various lessons on how to prevent 

disputes in every circumstance or job can be learned from the many themes. Hurtful comments, 

misunderstandings, failing to handle obligations, and failing to delegate jobs were the causes of the conflicts. 

But these disputes were successfully resolved owing to effective communication and the mediation of friends 

and coworkers. Conflict can be supported and influenced by effective conflict management. The third theme 

was "Well-managed conflicts are opportunities for cooperation." The fourth theme was that handling conflict 

helps people develop as people. Theme No. 5 was that conflict situations should be handled completely. 

 

Sharma & Sharma (2024) in their paper found that emotional intelligence (EI) and conflict resolution (CR) 

plays an indispensable part in building an extensive workplace. EI was outlined as the potential to acknowledge 

fondness and hold sentiments productively. EI helps to channelize emotions to provide capacity to deal with 

conflict more constructively, which proceeds to effectual conflict management. Conflict was described as the 

scuffle between minimal two interdependent parties who become cognizant of antagonistic goals, scanty 

rewards, and intervention from other parties in the attainment of their goals. Thus, conflict resolution acts as 

part of a requisite role in a sustained manner to settle a complication or controversy pragmatically and provides 

for a healthy association within the organization. 

 

Zhan et.al. (2024) through their paper studied negotiation dialogue systems, the goal of which was to create 

intelligent agents that can assist people in resolving conflicts or reaching agreements. They also discussed 

potential future directions, including multi-modal, multi-party and cross-cultural negotiation scenarios. Their 

goal is to provide the community with a systematic overview of negotiation dialogue systems and to inspire 

future research. 

 

Santarpia, Sommovigo, Brecciaroli, Consiglio & Borgogni (2024) in this study aimed to question whether the 

leader’s effort to calm down when team members perceive intra-team conflict (ITC) may have a 

counterproductive effect on their interpersonal functioning. Specifically, they investigated whether team 

members with higher individual perceptions of ITC would be more likely to experience interpersonal strain 

(ISW) when their team leaders downregulate or suppress their emotional responses.  It went further into 

examining whether this exacerbating effect would be conditional on the leader’s sex. 

http://www.ijrti.org/
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Boothby, Cooney & Schweitzer (2023) in this review identified emerging trends in negotiation scholarship that 

embraced complexity and found moderators of effects that were initially described as monolithic, examining 

the nuances of social interaction, and studying negotiation as it occurs in the real world. They discovered that 

the existing research highlighted negotiation as an exciting context for examining human behaviour. This was 

characterized by features such as strong emotions, an intriguing blend of cooperation and competition, the 

presence of fundamental issues such as power and group identity which ultimately leads to outcomes that deeply 

affect the trajectory of people's personal and professional lives. 

 

Bajaj & Al-Shuabi (2023) in their study found that when one or more individuals or groups perceive a 

divergence of interest or believe that their current aspirations are obstructed by the other party then there is 

conflict. They concluded that if people realised that both parties have differing needs that can be achieved 

through give and take, they can negotiate to resolve the conflict. This is the heart of integrative negotiations. 

Integrative negotiations help create value for all parties. The Middle east population seems a great example of 

this give and take negotiation. 

 

Eko & Putranto (2021) in their research delved into the dynamics of inter-ethnic conflict in Balinuraga, 

Lampung, and advocated for conflict resolution approaches that are deeply rooted in culture. By utilizing the 

face negotiation theory and qualitative methods, this study examines how cultural competence plays a crucial 

role in resolving conflicts. The findings shed light on the different strategies employed by the Balinese and 

Lampungese communities. The Balinese prioritize solidarity facework and adhere to cultural principles such as 

Tatvamasi, Tri Hita Karana, and Menyama Braya. On the other hand, the Lampungese rely on tact facework 

and adapt their communication based on Muakhi, Piil Pesenggiri, and Ngangken. This research highlights the 

significance of comprehending cultural nuances when attempting to resolve conflicts in inter-ethnic contexts, 

as it leads to more effective outcomes. 

 

Rao & Lakshmi (2021) in this article aimed at good consensus called Negotiation by which employers and 

employees settle differences. They concluded that it is a process by which compromise, or agreement is reached 

while avoiding unnecessary argument and dispute. In any disagreement, individuals aim to achieve the best 

possible outcome for their position. The principles of fairness, seeking mutual benefit, and maintaining a 

relationship are the key components of a successful outcome. This paper analysed how to resolve conflict and 

working through difference of opinions through effective negotiation between managers and employees. 

Negotiation skills can be of a great deal or benefit in resolving any differences that arise between employers 

and employees. 

 

http://www.ijrti.org/
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D’Agostino, Levine & Sabharwal (2020) through this exploratory study questioned whether Master of Public 

Administration programs prepare future public administrators to how gender plays out in negotiations that occur 

in organizations. Negotiated Order and Second-Generation Bias perspectives provide the theoretical basis to 

understand that negotiations in organizations may privilege masculine practices. Considering this gender 

leaning, the classroom is a necessary greenhouse for understanding gender differences in negotiation. Curricula 

and survey response data retrieved from NASPAA accredited MPA programs suggest that gender in negotiation 

is not being addressed in the MPA classroom. The paper brought to light that gender in negotiation remains 

hidden under the shadow of second-generation bias and that understanding this is the first step to the success of 

future public administrators.  

 

Rahim & Katz (2020) through this paper studied the extends of past research by examining the main and 

interactive effects of gender on conflict-management strategies over time. The authors proposed that conflict-

management strategies commonly employed in the workplace are impacted by worker gender as predicted by 

face negotiation theory and vary over time based on the “generation” of the worker. 

 

Kay & Skarlicki (2020) in the current paper examined the effect of mindfulness on the constructive management 

of workplace conflict - conceptualized as high collaboration and low avoidance - and test the mediating role of 

cognitive reappraisal. Results revealed that mindfulness facilitates constructive conflict management by 

increasing collaboration and reducing avoidance, showing that the advantages of mindfulness in conflict 

management stem from more than its benefits for affect. It is further revealed that while cognitive reappraisal 

explains how mindfulness increases collaboration, it does not clarify why mindfulness reduces conflict 

avoidance. (APA, 2020).  

Cultivating a conflict-positive workplace: How mindfulness facilitates ..., https://psycnet.apa.org/record/2020-

26189-001. 

Kapoor & Yadav (2020) through this study intended to study the literature regarding the importance of 

negotiation skills in successfully managing the conflict within the organization. It was concluded that one can 

simply put negotiation as give and take discussion to either settle a dispute or for some kind of business 

agreements. Negotiating the terms of an agreement is a key business skill, and it is a process that takes practice. 

 

Zhao, Chen, & Li (2020) in this research delved into the impact of the concept of face, as defined in the 

Politeness Theory, on Chinese negotiation behaviors. It uncovers how threats to various aspects of face—

fellowship, moral, competence, and autonomy—affect the strategies employed by Chinese negotiators in 

business dealings. In contrast to Western norms of politeness and agreeableness, Chinese negotiators may 

display assertive behaviors, particularly in conflict scenarios, based on their evaluations of face threats. 

Moreover, both contextual elements like guanxi (social connections) and personal characteristics such as public 

http://www.ijrti.org/


                          © 2024 IJNRD | Volume 9, Issue 7 July 2024| ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2407173 International Journal Of Novel Research And Development (www.ijnrd.org) 
 

 

b710 
c710 

self-consciousness play significant roles in shaping Chinese negotiators' perceptions of face threats and their 

subsequent negotiation tactics. This investigation shed light on the intricacies of Sino-Western business 

negotiations and offers valuable insights for effectively managing cultural disparities in negotiation settings. 

 

Mamatoğlu & Hande (2019) in this study defined the conflict and negotiation processes in Turkish culture.  At 

the end of the study findings about definition of conflict and negotiation, aims of negotiation, ideal negotiator, 

risk taking and bluffing, protocol used in negotiation, communication styles in negotiation, time management, 

benefit orientation, strategies used in conflict and negotiation were discussed in the light of relevant cultural 

literature. 

 

Mamatoğlu & Keskin (2019) through this study aimed to develop an effective conflict resolution and negotiation 

skills scale which is culturally appropriate for use in Turkish context. The study employed three different phases 

of inquiry. First interviews were made with 134 working adults (70 male and 64 female) from different work 

settings to collect real life conflict experiences and to create items. To examine the validity and reliability of the 

items in the scale, the researchers analysed the results from 159 students (123 female and 36 male). Lastly, 115 

employees from a company which produces white appliances, 98 male and 17 female adults participated in the 

research to test the scale among working adults. Trait Emotional Intelligence Questionnaire (TEIQ-SF) was 

used to test the convergent validity of the scale. At the end, the research findings showed that Effective Conflict 

Resolution and Negotiation Skills Scale has 40 items with 7 sub dimensions namely, “negotiator’s style” 

“rationality and common sense” “sensitivity for opponents” “goal orientation” “planning” “effective 

communication” “expressing oneself decidedly”. The results showed that Effective Conflict Resolution and 

Negotiation Skills Scale, is a valid and reliable original scale that has its roots in Turkish culture. 

 

Adamska & Samul (2019) through this article aimed to determine how employees perceive the conflicts that 

arise within the organization and how their approach varied according to age and gender. They concluded that 

conflicts within organizations are normal. Where people work together, conflict situations can always happen. 

People are distinguished by their behaviour, approach to life, values, religion, or culture in which they grew up. 

 

Van Kleef & Cote (2018) in their book provided an integrative synthesis of theory and research on emotional 

dynamics in conflict and negotiation at three levels of analysis: the individual, the dyad, and the group. At the 

individual level, experienced moods and emotions would shape negotiators' cognition and behaviour. At the 

dyadic level, emotional expressions influence counterparts' cognitive, affective, and behavioural responses. 

Finally, at the group level, patterns of emotional experience and/or expression can instigate cooperation, 

coordination, and conformity, or competition, conflict, and deviance.  

http://www.ijrti.org/
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Liu, Adair, Tjosvold, & Poliakova (2018) in their study present a comprehensive overview of the current state 

of intercultural dynamics in relation to competition and cooperation at various levels, including the individual, 

team, and organizational levels. The authors have synthesized previous research from diverse disciplines to 

emphasize the contextual significance of intercultural dynamics. Through an integrative literature review, the 

authors highlight the importance of intercultural dynamics, introduce new contributions in this special issue, 

and suggest potential avenues for future research. Intercultural dynamics research holds great potential for 

advancement in three key areas: constructive controversy, collaborative communication, and global competency 

and identity across different levels. By understanding intercultural dynamics in the context of competition and 

cooperation, individuals and managers in multinational and born global organizations can effectively navigate 

cultural complexities and promote cooperation. 

 

Mamatoglu (2016) through this study aimed to search upon conflict and negotiation in Turkish work culture in 

the production area. The findings revealed that employees stated the causes of conflict under two headings like 

work related causes and interpersonal relationship related causes. It was also found that the employees have 

different attitudes in negotiation to various people according to their position in the hierarchy. Turkish 

employees were found to use mostly competent, relationship oriented and avoidant strategies as they do not 

want to take risk in negotiation. Lastly it was found that not only were some effective and universal negotiation 

skills used in negotiation by employees but so were ineffective negotiation strategies.  

 

Stephen, Wumbie & Abubakari (2015) in this study assessed the effects of gender on the adoption of conflict 

management strategies at the workplace. The key issues the study addressed included: the extent to which a 

person’s gender could influence his or her approach to conflict management and the preferred conflict 

management techniques by male and female. The study discovered that gender was a key factor in determining 

the choice of conflict resolution strategy among. They realized that the male staff preferred using competing 

and negotiation as strategies to resolve disputes and that the female staff are more likely to adopt avoidance and 

collaboration as conflict resolution strategies and that both male and female staff could resort to the use of 

collaboration to resolve disputes. The study concludes that gender was an important determinant of conflict 

resolution strategies, and that male and female were more likely to adopt different strategies to resolve conflicts 

at the workplace.  

Conflict avoidance is a common practice in East Asia, often attributed to the Confucian concept of harmony. 

However, upon examining classical Confucian teachings, Leung, Koch, & Lu, (2002) did not find any explicit 

endorsement of conflict avoidance. In fact, the Confucian idea of harmony actually encourages disagreement 

and open discussions. Therefore, in their study they posit that the association of harmony with conflict 

avoidance is more characteristic of a secular interpretation of Confucianism linked to cultural collectivism. 

http://www.ijrti.org/
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They also explored various theories rooted in the concept of harmony, demonstrating their compatibility with a 

dualistic model that incorporates both instrumental and intrinsic motives for seeking harmony. The instrumental 

perspective sees harmony as a means to a materialistic end, while the intrinsic perspective views harmony as a 

valuable goal in itself. Conflict avoidance is predominantly motivated by instrumental considerations. By 

combining these two motives, they identified four distinct types of harmony-seeking behaviours. 

 

Managers from Germany, Japan, and the United States employ distinct strategies to handle workplace conflict 

due to their adherence to individualism, hierarchy, polychronicity, and explicit-contracting values. The 

hypotheses put forth by Tinsley (2001) in this study builds upon previous research by demonstrating that conflict 

behaviour is influenced by multiple factors, and that each culture employs a range of conflict management 

strategies based on their interests, regulations, and power dynamics. The findings, which are based on actual 

conflict resolution behaviour rather than survey responses, highlight several promising areas for future research. 

These included investigating the implied meaning of negotiation arguments, exploring the interaction effects of 

cultural value dimensions, assessing the effectiveness of different strategies across cultures, and examining 

whether strategic adjustments are made during intercultural conflict management. 

 

 

METHODOLOGY  

 

Aim – 

The purpose of this research is to delve into the psychological aspects of negotiation and conflict resolution in 

professional settings. Through analyzing current literature, the study aims to grasp the core principles and 

strategies of negotiation, its impact on employee welfare, and the psychological factors influencing employees' 

choice of negotiation tactics. 

 

Objectives – 

1. Explore and analyze the current literature on the psychological aspects of negotiation, conflict management, 

and decision-making in professional environments. 

2. Examine the core principles and strategies used in negotiation processes to resolve conflicts and achieve 

mutually beneficial results. 

3. Investigate how negotiation tactics can impact employee well-being and satisfaction, including job 

satisfaction and stress levels. 

http://www.ijrti.org/
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4. Dive into the psychological factors that influence employees' use of negotiation techniques, such as attitudes, 

beliefs, and motivations. 

5. Evaluate the role of gender in negotiation behavior, looking at potential differences in style, strategy, and 

outcomes between male and female employees at work. 

 

Research Problem – 

Negotiation plays a crucial role in professional settings, yet there is a lack of understanding regarding the 

psychological aspects that impact employee well-being. While current research focuses on procedural elements, 

it often overlooks the psychological mechanisms driving negotiation behaviors and their effects on employee 

satisfaction, stress, and overall mental health. This study seeks to consolidate all these factors into one 

comprehensive paper. Additionally, there is a scarcity of research on how gender influences negotiation 

strategies and outcomes in the workplace. 

 

Research design – 

The study's research design utilizes a qualitative approach to delve deeply into the psychological aspects of 

negotiation and conflict management in professional settings. It includes a thorough examination of various 

literature, such as theoretical frameworks, empirical studies, and case analyses, focusing on negotiation 

psychology, conflict resolution, and decision-making processes. Through this qualitative investigation, the goal 

is to reveal detailed insights into the psychological factors influencing negotiation behaviors and their impact 

on employee welfare. 
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TABLE ANALYSIS  

 

Table 1. Review of literature Table.  

YEAR COUNTRY ASPECTS AGE GROUP  

2001-2024 INDIA 

 

TURKEY 

 

USA 

CAUSES OF CONFLICT  

 

METHODS OF CR 

 

PSYCHOLOGICAL EFFECTS 

 

CULTURAL ASPECTS 

 

GENDER DIFFERENCES  

WORKING ADULTS  

 

(25-55 years old) 

Note. The Literature review has covered aspects like causes, methods, cultural, gender differences and 

psychological factors within the context of conflict resolution in the working adult’s population.  

 

Table 2. Conflict & Conflict Management Breakdown.  

CONFLICT CONFLICT MANAGEMENT 

CAUSES EFFECTS METHODS 

Hurtful comments Cooperation & 

Collaboration 

POSITIVE NEGATIVE 

Misunderstandings Communication Negotiation Avoidance 

Underdelivering Development in 

cognition & behaviour 

Mindfulness  

Competing 
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Bad delegation of 

tasks 

Motivation Collaboration 

Note. The table specifies causes of conflicts in the workplace, and the effects and methods of conflict 

management. 

DISCUSSION  

 

Negotiation plays a vital role in our lives, particularly in the workplace where we often encounter situations that 

call for compromise and agreement. It is a complex process involving discussions between parties with 

conflicting preferences and interests, with the aim of reaching a consensus on important matters (Emamzadeh, 

2020). The psychology of negotiation encompasses cognitive, motivational, and affective influences on the 

quality of agreements (Cote, 2023). Researchers have concluded that conflicts are a normal occurrence within 

organizations, as they can arise when people work together. Individuals are influenced by various factors such 

as their behavior, life approach, their values, religion, and cultural background (Adamska and Samul, 2019).  

 

Employees are said to have conflicts at not only a business, workplace level but also at an interpersonal level 

which greatly impacts their behaviour, thinking and social sphere. Nobody likes conflicting with any one 

especially a work colleague or worse a higher up, the conflict leads to resentment towards the person or even to 

their job itself which leads to loss of motivation and job satisfaction. Negotiation and Mindfulness have been 

found to be the best strategies to work through conflict. According to the recent literature, negotiation is a key 

business skill which helps avoid unnecessary disputes and reach a level of mutual benefit. Mindfulness is also 

found to be a key method which leads to higher collaboration and less conflict avoidance. 

 

Negotiation can be broadly categorized into two paradigms: distributive and integrative. Distributive 

negotiation, also known as bargaining, focuses on dividing limited resources. On the other hand, integrative 

negotiation aims to find mutually beneficial agreements and is often associated with multiple issues (De Dreu, 

Beersma, Steinel & Van Kleef, 2007). The choice of negotiation style for any conflict depends on various 

factors, such as the importance of the relationship, the potential for a mutually beneficial outcome, and the 

nature of the conflict (Emamzadeh, 2020; Brooks, 2020).  Foundational works such as "Getting to Yes" by 

Roger Fisher and William Ury (1981) laid down fundamental principles of principled negotiation, stressing the 

importance of distinguishing between the individuals involved and the issue at hand, while also prioritizing 

shared interests. This basis aligns well with the focus on cooperative strategies emphasized in contemporary 

writings. 
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Workplaces are prone to conflicts due to the diverse backgrounds, personalities, opinions, and daily lives of 

employees. Common reasons for workplace conflict include misunderstandings, differing opinions, biases, 

variations in learning styles, and perceptions of unfairness (Smart & Smart, 2022; Brooks, 2020). Research has 

revealed that gender played a significant role in determining the choice of conflict resolution strategies. Male 

employees tended to prefer competing and negotiation as strategies to resolve disputes, while female employees 

were more inclined towards avoidance and collaboration. However, both genders were found to resort to 

collaboration when resolving conflicts. It is concluded that gender was a crucial factor in determining conflict 

resolution strategies, with males and females adopting different approaches to resolving conflicts in the 

workplace (Stephen, Wumbie, and Abubakari, 2015). 

 

Present literature has also revealed the potential negative impact of a leader's attempt to calm down during intra-

team conflict on the interpersonal functioning of team members. Individuals who perceive higher levels of intra-

team conflict are much prone to experiencing interpersonal strain in their working relationships when their 

leaders either regulate or suppress their emotional responses. (Santarpia, et.al., 2024). Conflict and negotiation 

affects people on three levels, which are the individual level where ones mood and emotion shapes their 

cognition and behaviour, second is the dyadic level where ones emotional expression affects the other party’s 

cognition and behaviour responses and finally is the group level where conflict can lead to conformity 

coordination or competition.  

 

Conflict management is an essential aspect of achieving organizational objectives. Failing to address conflicts 

can result in missed deadlines, resentment, and unsuccessful endeavours. Hence, it is vital to comprehend the 

reasons behind conflicts and explore potential solutions. Efficient conflict management entails guiding groups 

through a comprehensive examination, discussion, and resolution of conflicts or issues in a safe and productive 

manner. This involves ensuring that everyone's voice is heard, facilitating a fair and equitable space for 

discussion, and minimizing unproductive behaviours. Current research has discovered that resolving conflicts 

plays a crucial role in establishing a harmonious and sustainable relationship within the organization (Sharma 

& Sharma, 2024). There are various psychological tests and scales like the Conflict Resolution & Negotiation 

Skills Scale, being created to assess these strategies and help organizations improve (Mamatoğlu & Keskin, 

2019). 

 

Understanding the psychology of negotiation and conflict management is a crucial skill in the workplace. By 

acknowledging the diverse perspectives of individuals involved, leaders can effectively identify the root cause 

of conflicts and work towards a solution that benefits all parties. As we continue to study and comprehend these 

dynamics, we can develop more effective strategies for managing conflicts and cultivating a productive work 

environment. Cultural backgrounds play a significant role in shaping negotiation styles. Morris and Leung 
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(2011) found that individualistic cultures, such as those in North America, tend to favor a direct and assertive 

approach, whereas collectivistic cultures, like those in Asia, prioritize relationship-building and harmony. 

Recognizing and understanding these differences is essential. In a negotiation involving an American and a 

Chinese business partner, the American may present a straightforward offer, while the Chinese partner may 

focus on establishing a connection before delving into specifics.  

 

Being aware of these cultural nuances can enhance communication and lead to more successful outcomes. While 

conflict resolution is important, it can be a time-consuming process that requires commitment from all parties 

involved. Moreover, emotional tensions may run high, potentially resulting in stress and frustration. 

Nevertheless, these challenges are outweighed by the advantages of creating a collaborative and productive 

work environment. 

 

Using the right methods and skills at the right time is imperative to any person or organisation. Conflicts are 

common in almost all settings in life and this paper has delved into the research literature to find out what kind 

of methods are best suited to employees and workplaces so that they are able to easily work through conflicts. 

Solving a conflict completely and thoroughly is very important so that conflict may not become the roots to 

another one. That is why being able to collaborate and thinking of mutual benefit and being mindful of others 

and your own behaviour in the workplace are important and one of the better methods of conflict resolution. 

LIMITATIONS OF THE STUDY – 

 

1. The study does not contain any formal age group, it mainly considers the working class from various 

industries.  

 

2. This discussion focused on negotiation and conflict management within a workplace context. The 

generalizability of these findings to other settings (e.g., social settings, family dynamics) may be limited. 

 

 

3. The emphasis in this paper was on the positive outcomes of successful conflict resolution. It is important 

to acknowledge that some conflicts may be inherently difficult to resolve or require external intervention 

from human resources or a neutral third party.  

 

4. While the research reviewed explored various factors influencing negotiation styles, a deeper 

exploration of individual personality traits and their influence on conflict resolution strategies could 

provide further insights.  
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5. This study examined conflict resolution within a specific timeframe.  Further research with a 

longitudinal approach could provide insights into the long-term effectiveness of different conflict 

resolution strategies. 

 

 

 

 

 

 

 

CONCLUSION  

 

The current study delves into the literature to acquire knowledge about the psychological aspects of conflicts 

and its management, examining the fundamental principles, tactics and how compatible it is with improving the 

lives of employees. The field of negotiation psychology plays a crucial role in comprehending and handling 

workplace conflicts. By applying psychological principles, we can uncover the underlying motivations, biases, 

and dynamics that drive conflicts and use this knowledge to negotiate resolutions.  

 

Employing effective negotiation, mindfulness and collaboration strategies based on psychological 

understanding can create a more harmonious, productive, and satisfying work environment. Organizations that 

acknowledge and address the psychological aspects of conflict can not only resolve current disputes but also 

prevent future ones. Ultimately, this approach contributes to a healthier workplace culture, improved employee 

relationships, and enhanced organizational performance. Therefore, the study of negotiation and other conflict 

management methods and understanding their psychology is not just beneficial but essential for modern 

workplaces. 
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