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Research  - 18 -24% of typical managers spend time resolving 

conflicts!

Conflict using the TKI definition does NOT necessarily mean fighting.
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Assertiveness = satisfying my concerns

Cooperativeness = satisfying the other partyôs concerns

BTW ïno órightô or ówrongô and no ógoodô or óbadô. You are what you 

are!
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Compromise = both get half the pie. Better than none, but worse than 

the whole pie.

Compromise on minor issues, but only on significant issues if neither 

collaborating (usually the best) or competing is not feasible. Could be 

a temporary solution to a major, complex problem.  Often to meet a 

deadline. But check it is a real deadline.

Make partial concessions where possible. Focus on fairness: agree 

what would be fair before offering a compromise or agreeing to one.
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Note that consensus tends to lead to Collaboration, whereas 

Compromise is sometimes the worst of both evils!

Avoidance may be needed:

Åto reduce stress, 

Åfor emotional conflicts, 

Åwhere little can be gained, 

Åknowing when to postpone.
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Although Collaborating is the óbestô mode, some companies have a 

culture that is combative and competitive (like ICL in the 70s/80s) 

and tend to drive individual behaviour. Your best option if your 

natural mode is collaboration is to be collaborative with a touch of 

competitiveness, so your colleagues donôt wrongly class you as 

being weak and disloyal!

The danger of a highly combative/competitive style is that valid 

opposition often gets stifled and the final decision may be either 

poor or even fatally flawed.

NOTE: despite your natural modes,  you are in charge and can alter 

your own behaviour according to the circumstances. And you can 

steer others. For example:

ÅIf you are competitive, STOP, give yourself a chance to think

ÅIf you are an avoider, try to get engaged and see the picture from 

othersô viewpoints

ÅIf you find yourself responding óas usualô, then take stock, replay the 

discussion and see if you are behaving óto typeô and then decide if 

that is what you want to continue to do.
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It could mean that CCC is not accommodating enough and also compromises 

too often; and perhaps avoiding too much ïnot wanting conflict or feels 

others are wasting time discussing some issues.

On the face of it he is balanced in his competitiveness.

He is also óbalancedô in collaborating. But, perhaps, he should discuss more 

and change some of his compromising to collaborating.
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Stick with concerns and state your position later. If the other party 

jumps to a position, try and get the concern to be made explicit. If he 

finds it difficult to articulate, try making an educated guess and ask if 

that is the real concern.

Identifying both partyôs concerns and seeing how much they are really 

in conflict can lead to a win-win.  EG need to improve product quality 

versus need to keep costs down. Perhaps higher quality can draw a 

premium price and cost then becomes less important.
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Summing up, then, creative managers use their assertiveness to set 

up creative problem solving on important issues.  

They know how to compete without antagonising people.

They avoid debating issues that to them are not important, without 

being evasive.

They know how to accommodate on issues which they believe are 

very important to the other party, without looking weak.

A highly competitive type will be competing despite perhaps being 

innately a óniceô person.

Finally, avoid being personal. Attack the issue by all means if that is 

your mode, but do not attack the opponent or his/her 

foibles/behaviour. And appreciate that some people may not help how 

they behave. 
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