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One of the beauties of nature and human race is diversity. This could be reflected in the language spoken, types of foods consumed by people, culture, opinions held, values, and orientation. It also includes worldviews, perceptions, drives, and dispositions. However, if these are not well channeled and managed in an organization, it could be counterproductive as it may result in conflict and reduce the morale, performance, and productivity of workers (Robbins & Judge, 2013). Health system institutions are not exempted from this menace. Conflict is an inevitable part of governance in health system management. The healthcare system is complex and multifaceted, and conflicts arise from various sources such as differing priorities, objectives, interests, and values of stakeholders (Jehn, 1995).
We are in changing times; the world’s workforce is growing more diverse in the 21st century. One of such diversities is cultural diversity which is growing because of migration to cities and developed areas. This calls for the managers at the helm of affairs in various organizations to understand the workplace dynamics and upgrade themselves on how to turn the challenges posed by diversities in the workplace into opportunity and advantage, and not a recipe for disorder, and poor outcomes emanating from conflicts (Amaram, 2021).
Conflict in the workplace is not a strange phenomenon. However, when poorly managed or when there are no clear rules, effective system or chain of command, conflict is inevitable. The outcomes in the health sector will be very devastating when there is existence of unresolved conflicts. Since the health workers such as doctors and nurses, mostly deal with issues of life and death, then organizations in the healthcare system need to have in place conflict resolution mechanisms and a system that could help the organization to be proactive in not allowing change - whatever the kind- in the system snowballed into conflicts that ultimately affect the morale, performance, and outcomes in the healthcare system.
Therefore, any organization that will be ahead needs to have a change management plan, this will help it overcome some of the inevitable conflicts that may arise because of changes that may be effected in the workplace.
In the world of continuous change, there is a need for organizations to regularly adapt to survive and remain relevant irrespective of the pressure the needed change could have on the employee and the likelihood of its attendant resistance from workers (Torppa and Smith, 2017). Knowing full well that human beings are naturally disposed to resist change, this paper will be addressing how to effect change in a way that enables the workers to assimilate, imbibe and even promote the change that otherwise would have triggered conflict in the set up.

In Chapter one, this paper gives a succinct view of the discourse via introduction. Chapter two focuses on the overview of conflict in management and administration. In Chapter three, the concept of change management was discussed, while Chapter four deals with addressing emerging conflicts in change management. In Chapter five, the summary and conclusion of the paper was given concisely.
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There was a conflict of opinion among a group of residents in a particular community. Tempers rose high, and many feared the worst possible outcome. However, one of them was able to douse the tension when he told them that the reason there was conflicts is because all of them were thinkers, but only think differently. The word used “thinkers” created a positive feeling and transformed the toxic atmosphere. It was not long before the entire group find themselves on the same page.
What is Conflict? Conflict means a dispute that occurs as a result of difference of opinion, clashing of goals, varied interests, etc. It could also be explained as a disagreement among individuals or groups. Research has shown that human beings are aggressive and controversial creatures. Records from history as far back as earliest centuries revealed the hostilities they exhibited against other people (Himes, 2018).
Park and Burgess define conflict simply as struggle for status, while Mark and Snyder see it not only as struggle for status but also for scarce resources. Conflict can be constructive or destructive in nature depending on how it is managed. Sometimes, sound decision can only be made because of the aftermath of a conflict. There could be both the positive and negative sides of conflict – the difference is how individuals decide to step back from their parochial and selfish views and opened to learning from the contradictions of others towards their ideas, interests, and goals.
Also, conflict can emanate from the redesigning of work life. People by nature are evasive about change. Therefore, any innovation by the leadership that challenges the status quo could be a potential for conflict. Conflict can start rationally and then degenerate to non-rationality. According to Author Jaffer, 2008 remarks - The coming of a factory system of production during evolvement of industrial capitalist development in Europe and the United States herald the emergence of organization conflict.
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1. Interpersonal Conflict: Conflict of this nature occurs between two or more people. A workplace or organization normally is a place where people from different backgrounds, orientations, and disciplines converge and work to achieve organizational goals. In the process of achieving this, they interact with one another, and conflict may arise when their varied interests and values are threatened. This kind of conflict could occur between an employee and his superiors, peers, or subordinates (Smith, 2015).
2. Intrapersonal Conflict: This type of conflict arises within an individual worker in an organization. Several factors could be responsible for the conflict of this nature. The disposition and behavior of co-workers may be immaterial to this kind of personal crisis; rather, it is mostly a psychological problem. The individual experiences some imbalances in his emotions, values, thoughts, and worldview (Brown, 2019).
3. Intragroup Conflict: This dimension of conflict involves individuals within a team. When the views expressed by members of the group could not be harmonized and the incompatibilities among them are very obvious, conflict will be inevitable in the group (Johnson, 2018).
4. Intergroup Conflict: In every organization, the needs and values of various teams sometimes vary. Since no group or team can work independently of others but rather complement each other, conflict is bound to happen because of the aforementioned issues (Smith, 2020).
Having discussed the types of conflicts that exist, it is important to delve in details into the causes of conflict. Conflict can be better managed when leaders and administrators have a full grasp of what the causes of conflict are, and thereby be proactive by taking steps that mitigate against the prevalence of such conflicts (Adams, 2017). 
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Aristotle remarked that we lived in a world governed by laws and not chance. He stressed that whether we know it or not, everything happens for a reason. This implies that every conflict is a product of law of causes and effect. When we are able to identify the operative causes in any particular conflict, then we can make assumptions that the solution is not far-fetched. Some of the causes of conflict are:
1. Diversity: This could be cultural diversity or simply difference in individuals’ personalities, value system, exposure etc.
2. Struggle for status: This happens when an individual decides to go on ego trip or is obsessed with egocentrism.
3. Scarce resources: This could heighten conflicts as bias and negligence become more obvious. A group will naturally become discontented and hostile to the other groups that have their needs met.
4. Communication breakdown: When there is breakdown in communication, organization will be exposed to and driven by rumours and gossips. Communication gap is one of the major causes of conflict in any organization.
5. Weak organizational structure: Conflict is inevitable when there are no clear chains of command that define relationships and interactions between individuals and groups that will make them work in tandem with organizational values and goals.   
6. Poor wage system: When the management of an organization discriminates in the way they rate and pay workers without recourse to their contributions to the system but rather out of sentiments, conflict will be inevitable. The affected worker or group will usually become hostile to the favoured individual or group.
7. Incompatible goals: Sometimes, the need of a worker may be incongruent with that of the organization or fellow worker. When such happens, conflict actions will begin to manifest, that is, a situation whereby the aggrieved fellows begin to use conflict behavior against each other to achieve incompatible goals. 
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It has been said that the only thing that is constant in life is change. If change is inevitable, then it is very important that individuals, organizations and communities understand the concept of change management. Our world and business environment are changing quickly, it then behoves us to learn ahead of time how to respond to change, and how to effect it. Even, if you detest change, change will naturally come to you. This is so because change is not orchestrated by internal factors alone, but also by external factors.
0. [bookmark: _Toc156402263]What is change management?
Change management is a methodical way of dealing with change, regardless of whether it has to do with an individual or organization. Change management as an area of study began to gain popularity in the 1980s promoted by leading consulting firms engaged by fortune 500 companies. GE, Ford, and AT&T were the first very large corporations that subscribed to this concept and are accustomed to huge savings by implementation of new programs in an efficient way (Lauer, n.d.). Change management is a process of changing individuals, teams, and organizations into a desired anticipated outcome (Administration and Management Skills – L11312).
The essence for change in the corporate settings could be triggered by both internal and external factors. Change has redefined the way organizations do business. Companies are challenged by an unrelenting and increasingly changing environment that demands quick adjustment of their ways of doing things if they are to remain relevant and competitive. Factors such as technology, economy, governance, market, instability, fierce competition, etc. will take any organization that is unwilling to subscribe to change but maintain status quo out of business (Lauer, n.d.).
Individuals and organization relate to change in three major ways, namely:
1.	Adapting to change 
2.	Controlling change
3.	Effecting change
Notwithstanding the response of any organization to change, one thing that is clear is that; change is inevitable. However, what determines the outcome of the organization’s change is the way you manage it. Organizational readiness for change is one of the key factors that influence its outcomes. 
Professionals in change management have stressed the importance of putting in place organizational readiness for change and suggested various strategies for creating it. Bryan J Weiner states that organization readiness for change implies a change commitment by members. This means a collective resolve to implement a change. This determination is propelled by mutual conviction in their collective ability to effect the change. Organizational readiness for change differs based on the values placed on the change by the members of the organization and their dispositions to the three determinants of the effectiveness of its implementation: availability of resource, task demands, and situational factors –A theory of Organizational Readiness for Change (Weiner, n.d.).
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•	Evolutionary change management: Evolutionary change is the type that occurs gradually but brings intermittent increase that leads to the survival of the organization. 
•	Revolutionary change management: This type of change is dramatic. In an organizational context, it involves reshaping and realigning the strategic goals of the organization.
•	Developmental change management: Developmental change has to do with improving what the organization is already doing, such as: upgrading the existing skills, methods, performance standards and processes. 
•	Transformational change management: Transformational change is a type of organizational change that is geared towards reshaping your organization. Management experts Cummings and Worley remarks that transformational change takes place in response to, or anticipation of, significant changes in an organization's environment or technology.
•	Transitional change management: Transitional change management brings about the replacement of something that already exists with something different which is seen as 'new' by the people concerned.

0. [bookmark: _Toc156402265]Change Valence
Getting your team or organization opened to change is not an easy task. However, though it is a difficult task, yet motivation theory and social cognitive theory inform us that there are situations and conditions that could inspire this readiness to change. Change commitment is largely connected to change valence. Hence, the question: How much do organization members value the particular looming change? What is their perception of its necessity? Is it really important, favourable and wholesome? It is noteworthy that the more the organizational members perceived the change positively, the more their eagerness for its successful implementation. 
Change valence is a set of assessments from the members of the organization concerning the advantages of change for the organization. Team members or individuals in the organization might value the change because it aligns with their core values. It could also be because it is supported by influential people in the group or by their peers. However, information assessment refers to the extent to which the members of the organization have the capacity to discern the immediate organization conditions and the expected state when the changes are implemented.
Research was carried out in a private hospital that intended to upgrade its facility into a teaching hospital. The study has its focus on determining the effect and magnitude of change valence, which have the strongest influence on readiness to change. The study tried to figure out the following:
1.	Analyze the degree of change valence in a private hospital which has the goal of transitioning from its present level to a teaching hospital.
2.	Find out the level of disposition to change in the said hospital which planned to change its position to that of a teaching hospital.
3.	Discover how change valence influenced the readiness to change.

Findings from the research reveals that majority of the employees have a higher degree of change valence in upgrading the status of the hospital to a teaching hospital. Also, the level of readiness for change was discovered through the instrument of five indicators - sponsorship indicators, communication indicators, stakeholders’ indicators, readiness indicators, etc. Lastly, change valence indicators that affect readiness to change were enumerated as follows: perceived need, perceived urgency, perceived benefits and perceived appropriateness. – How Change Valence Impacts Readiness to Change in Teaching Hospital. (AnnisDwi Trisnawati, Nyoman Anita Damayanti et. al. 
Finally, to develop a successful change management plan, there will be need to consider Kotter’s 8 steps of successful change. John Kotter, a lecturer at Harvard Business School takes delight in studying success and failure alike as it relates to change initiatives in business. These are some of his submissions on steps to a successful change in the organization:
1. Establish a Sense of Urgency
2. Form a Powerful Guiding Coalition
3. Create a Vision
4. Communicate that Vision.
5. Empower Others to Act on the vision.
6. Plan for and Create Short-Term Wins
7. Consolidate Improvements and Keep the Momentum for Change Moving
8. Institutionalize the New Approaches
Source: Kotter’s 8 Steps to Successful Change (Peter Coutts)
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  In chapter 2, we defined conflict as a dispute that occurs as a result of difference of opinions, clashing of goals, varied interests etc. Also, it was highlighted that human beings are aggressive and controversial creatures. This and other definitions elucidate what a conflict is. In addition, the types of conflict that could occur in an organization were discussed such as: 
1.  Interpersonal conflict
2.  Intrapersonal conflict
3. Intergroup conflict 
4. Intra-group conflict
 Management on the other hand is a process by which organizations and businesses organize and direct the sequence of activities, and people to achieve the organizational goal. The best way of dealing with conflict is by being proactive than reacting to it. Since conflict is inevitable in organizations and families, then, there is a need for conflict management process to be established. Conflict resolution is also defined in different ways, for instance as conflict prevention, mitigation, management, transformation, consensus building, cooperation, settlement, and collaboration. 

  Addressing Conflict in change management is an issue that companies and administrators must prioritize due to the impact it could have on the employee’s morale, efficiency, and group outcome. Therefore, when conflict is addressed at an elementary stage, chances are that the intervention will subdue the negative side of it while enhancing the positive aspects. 
Dealing with the incidences of conflicts or disruptive behavior is one of the difficulties that confront managers in the workplace. Some of these are obvious while others could be very subtle and could affect patients’ safety negatively. Improving conflict resolution skill will not only enhance your people skill but increases your work satisfaction and performance also (Scott, 2009).

4.1 [bookmark: _Toc156402267] Ways people respond to conflict.  
 
Different ways people respond to conflict are as follows:
1. Accommodating: This implies letting go of your concerns and allowing others have     
    their way especially when it has to do with issues of low priority.
2. Avoiding: This means doing everything possible to stifle any chance that could allow the conflict to grow. It is also being passive about the problem hoping that the issue will resolve itself.
3. Competing: This style addresses the conflict directly and in an assertive way, all in 
    order to get the desired result irrespective of the feelings of others.
4. Compromising: The compromising conflict style implies all the parties make sacrifices of their set goals and none get exactly what they really want.
5. Collaborating: the collaborating style aims to foster “win – win” solution. This process seeks to get everyone involved truly satisfied.
Having this background, it is noteworthy that, to address the emerging conflicts in organizations, there are certain skills needed to be built by managers and administrators. Without these skills, their efforts can be undermined by some little details no matter how hard they try. This drawback can invariably affect the morale, productivity, and efficiency of workers and group outcome. 
The first set of skills to be developed is emotional intelligence. “Emotional intelligence is a type of social intelligence that involves the ability to monitor one’s own and others’ emotions, to discriminate among them, and to use the information to guide one’s thinking and actions” (Mayer and Salovey, 1997). There are people with low cognitive ability but high emotional intelligence who have become more successful in their vocation and assignments than people with high IQ. 
The second set of skills is leadership skills. This skill enables the leaders and managers to inspire and motivate the team towards the achievement of the organizational goal. This skill helps leaders to build collaborative efforts within the system. 
Thirdly, communication skills must be built. It is said that communication is the livewire of any organization. Communication is the act of transmitting or exchanging information. This could take place in the form of verbal, non-verbal, visual and written. Ineffective communication is one of the leading sources of conflict. Improper communication and misunderstanding can trigger conflict even where there are no other factors such as varied interests. Also, individuals or teams may have different perceptions as to what are the facts in a situation, and until information is properly disseminated to clarify their perceptions, settlement may be far-fetched (Fisher, 1997). 
Furthermore, interpersonal skills need to be developed as people are different in views, culture, backgrounds, trainings, and temperaments. Interpersonal skill is very vital in any attempt to resolve and prevent conflicts. 
Lastly, there is need to build resource management skill. This skill helps in disbursing resources effectively and equitably e.g. money, equipment, and personnel towards the accomplishment of the project goals. In an event when a team or department suffers under-allocation because of certain bias, there could be burn-out, and conflict behavior can arise. 
With the aforementioned considered, we can then safely begin the process of addressing emerging conflict in change management. 
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The following steps are required to prevent or effectively managed conflicts that arise in the workplace in a way it will not snowball into a full-scale crisis (Fisher, 1997).
1. Define acceptable behavior. Set up a clear guideline, job descriptions, and hierarchical structure. It should be made clear in the organization who is responsible for what, and not the other way round. When roles are not made clear, activities and interactions are driven by mere assumptions and impulses, then the organization is set for chaos.

2. Clarify the root cause of the conflict. Every conflict emanates from the law of causes and effect. The journey begins here. You must find out, what is it that triggers the crisis in the first place? It could be struggle for status, diversity scarce resources, communication breakdown, incompatible goals, poor wage system, etc. You have to find out the source of the conflict. After that, you then determine the approach and style of conflict resolution process you want to undertake.

3. Be open to feedbacks from your workers. Let everyone have their say. Pay attention to the grievances expressed by them without making them feel threatened.

4. Identify the barriers that could hinder the resolution of the conflict.  There are certain barriers that, if not identified and removed, will render the effort geared towards addressing the conflict to become futile.

5. Determine ways to meet the common goal. Using the tough guy approach in resolving conflict has never created a lasting solution. Therefore, it is pertinent for leaders and managers to find the way to navigate, that will douse the tensions and still make the people work to achieve the common goal. 

6. Evaluate the progress made and identify preventative strategies against reoccurrence.

7. Avoid threats and provocative actions. Don’t intimidate, else tensions will soar high, rather be creative and provide an atmosphere through which parties can arrive at solution.

8. Don’t jump to conclusions. Investigate issues, attack the problem and not the personalities involved. Learn to start the conflict resolution process with a compliment.             
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