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When conflict arises in the workplace, how we respond shapes the outcome as well as the relationships left behind. Some leaders seek to shut down disagreements quickly, while others ignore them and hope they will dissolve on their own. However, there is a more effective way to approach tension. This approach helps build stronger teams and
opens the door to creative solutions. The collaborating conflict style is a mindset. It encourages leaders to avoid dominating or retreating but to lean into conflict. It requires leaders to co-create mutually acceptable solutions that satisfy the deeper interests of everyone involved. This blog explores what makes the collaborating style unique, how it
compares to other styles, and how to apply it with intention and success. Definition and Characteristics of the Collaborating Conflict Style The collaborating conflict style is centered on open dialogue, mutual respect, and creative problem solving. Instead of framing conflict as a win-lose scenario, it sees tension as an opportunity for innovation,
relationship building, and better understanding. Where some conflict resolution styles skim the surface, collaboration digs deeper. It requires that the parties involved invest in problem solving instead of compromising their values. Parties should articulate their needs and hear out the other’s perspectives in such a way that true understanding can
emerge. This approach is often most effective when: The conflict is complex or emotionally charged The outcome matters to everyone involved There is a need for sustainable, long-term collaborative solutions In a collaborative environment, both individuals and teams benefit. As seen in research on global virtual teams, applying a collaborative
conflict resolution approach led to higher satisfaction, stronger perceived decision quality, and greater participation, especially in diverse groups working across cultures. However, this style requires resource commitment. It takes time, emotional energy, and skilled facilitation to make it work. That investment, however, pays off in deeper trust and
stronger team cohesion. Differences Between Collaborating and Other Conflict Styles The Thomas-Kilmann Conflict Mode Instrument identifies five primary conflict management styles: competing, avoiding, accommodating, compromising, and collaborating. Each type of conflict management style has its place, but the collaborating conflict style
stands apart. Competing Style The competing style is assertive and uncooperative. It focuses on winning, often at the expense of mutual understanding. This approach may be necessary in emergencies or when quick decisions are vital. Still, it can easily lead to personal attacks or power struggles if used as a default. Avoiding Style Those who adopt
the avoiding style tend to avoid conflict altogether. While this might preserve short-term peace, it often allows deeper issues to fester. Avoidance can breed resentment and create space for small frustrations to spiral into dysfunctional conflict over time. Accommodating Style The accommodating style prioritizes others’ needs over one’s own. Though
it fosters harmony, it risks long-term dissatisfaction when the person accommodating repeatedly sacrifices their own concerns. In teams, this often leads to imbalance and unspoken frustration. Compromising Style The compromising style seeks a quick, middle-ground solution. While efficient for minor issues or under time constraints, it may overlook
underlying needs. When both sides settle for less than what they want, the resolution can feel temporary or unsatisfying. In contrast, the collaborating style is assertive and cooperative. It works through differing opinions by creating space for all voices. Instead of splitting the difference, it fosters win-win outcomes by finding common ground and
innovating beyond either party’s initial position. This is why many experts agree that the collaborating conflict style is the most effective for sustaining long-term workplace conflict harmony and trust. Steps for Implementing a Collaborating Approach in Various Scenarios Conflict can be constructive or destructive. Putting the collaborating conflict
style into action requires intention. It should be a structured cooperation built on open communication, active listening, and trust. The following steps offer a framework any team can use. Step 1: Set Ground Rules for Respectful Dialogue Start by establishing ground rules that support respectful communication. Clarify that the goal is not to win but to
understand and move forward together. Rules might include: Uninterrupted speaking time No personal attacks Equal participation among the parties involved. This first step ensures psychological safety, especially in emotionally tense or high-stakes conversations. Step 2: Focus on Interests, Not Positions Encourage all team members to share their
underlying needs, not just demands. Ask questions that dig beneath the surface: What are you hoping to achieve? What would success look like for you? This is where active listening and effective communication play a critical role. As leaders, we must model curiosity rather than defensiveness and guide the conversation toward understanding, not
assumption. Step 3: Explore Alternative Solutions With all voices heard, the team can brainstorm alternative solutions together. This is the heart of creative problem solving: generating innovative solutions that account for everyone’s priorities. Digital tools, whiteboarding, and structured facilitation can help spark ideas beyond traditional binaries.
This stage works best when team members bring diverse perspectives and trust one another to collaborate honestly. Step 4: Agree on a Mutually Acceptable Solution Once potential paths are identified, the group selects a plan that meets the needs of all parties involved. This is the win-win solution the collaborating style seeks. Everyone should leave
with clarity and buy-in. Document agreements, outline the next steps, and establish how progress will be evaluated. Step 5: Follow Up and Encourage Accountability Sustainable change requires ongoing support. Leaders should follow up, reinforce agreements, and check in on progress. As we do in our own conflict resolution training, we emphasize
coaching and accountability over one-time fixes. This step turns conversation into transformation, reinforcing a culture of collaborative conflict resolution long after the initial issue is resolved. Common Challenges and Solutions When Embracing This Style Although the collaborating conflict style comes with meaningful rewards, it is not without
friction. Leaders often face internal and external resistance when shifting from reactive to relational conflict management. The good news is that each challenge has a practical solution. 1. Time and Resource Constraints The collaborating conflict style demands extensive time, emotional labor, and facilitation. Unlike quick fixes, it does not offer
instant gratification. In deadline-driven environments, this can feel like a luxury. Make collaboration a system, not an exception. Integrate conflict response protocols into team rhythms. These could be standups, retrospectives, or structured check-ins. Over time, this reduces long-term disruption by resolving issues before they escalate. The
investment pays off in fewer missed deadlines, stronger morale, and a more resilient work environment. 2. Emotional Intensity and Personal Attacks When conflict arises, it can stir up blame, judgment, or defensiveness. This can make open dialogue feel risky, especially in environments where personal attacks have gone unaddressed in the past. Set
clear ground rules early, reinforce them consistently, and model mutual respect. Encourage emotional expression but steer it toward mutual understanding rather than blame. As facilitators, we regularly guide teams through charged conversations in such a way that the emotion becomes fuel for creative problem solving, not a barrier. 3. Power
Imbalances and Differing Opinions In many cases, leaders, managers, or outspoken voices dominate discussions. This silences team members who may have less positional power but hold essential insight. Use rotating facilitators or external peacebuilders to create equity in the conversation. Encourage the quiet voices and reframe differing opinions
as assets, not threats. Our training emphasizes how collaborative conflict resolution benefits from diverse inputs and flattens hierarchy in the name of shared outcomes. 4. Attachment to Outcomes Sometimes, parties involved enter discussions with fixed positions, seeing only one acceptable outcome. This rigidity can sabotage the very openness the
collaborating style requires. Redirect attention from fixed outcomes to underlying needs. When individuals can articulate their core concerns, it becomes easier to discover alternative solutions that meet everyone’s best interests. This shift unlocks creative problem solving and lays the groundwork for innovative solutions. 5. Lack of Skills in
Facilitation and Feedback Not everyone is trained in conflict resolution. Without the right support, well-meaning teams can struggle to stay on track or misinterpret one another’s intentions. Invest in conflict resolution training. We equip teams with tools to facilitate dialogue, listen deeply, and stay solution-focused. These skills are essential for
building a culture of collaborative resolution at every level. Examples of Situations Where the Collaborating Style Is Most Effective While no single style works for every situation, the collaborating style shines in scenarios where stakes are high, relationships matter, and creative thinking is essential. Here are a few examples. When Two Departments
Disagree Over Shared Resources Imagine a marketing team and a product team both needing the same budget line item. If this escalates into a win-lose contest, conflict may delay the campaign or weaken team cohesion. The collaborating conflict style gives each side space to clarify priorities and share constraints. By using active listening and
exploring middle-ground opportunities, they can reach a win-win outcome, such as co-owning the initiative or reallocating responsibilities. When Leadership and Staff Clash Over Policy Changes In cases of top-down policy changes that impact staff workflow, conflict arises when the rationale feels unclear or unfair. Using the collaborating conflict
style, leaders can invite input, validate staff concerns, and work together to shape implementation plans that honor different perspectives while meeting organizational goals. When Personal Friction Threatens Team Productivity Tension between team members, especially when left unaddressed, can corrode trust and collaboration. If ignored, even
minor grievances can spiral into dysfunctional conflict. Our experience shows that structured, facilitated conversations using a collaborative conflict resolution model can turn strained relationships into stronger ones. When individuals share impact, express needs, and hear each other out, trust starts to rebuild. In each of these cases, the
collaborating conflict style not only helps resolve conflict but also transforms it into an opportunity for learning, empathy, and alignment. Additionally, teams can strengthen collaboration by engaging in team-building activities that simulate real-life problem solving and improve open communication. Overview of Pollack Peacebuilding Systems’
Conflict Training & Services At Pollack Peacebuilding Systems, we help organizations embed collaborative conflict resolution into their culture. Our process begins with in-depth one-on-one interviews to understand the full scope of the conflict and prepare team members for respectful communication. We then guide facilitated dialogues, where open
communication and empathy create the space for true resolution. We follow up with individual coaching to ensure solutions are working. This accountability model fosters not just compliance but transformation. Leaders walk away with tools for decision making and empathy and encourage accountability long after a single issue is resolved. Our
virtual and in-person conflict resolution training helps employees recognize conflict triggers, manage emotions, and apply conflict management styles that support psychological safety and trust. When the stakes are high, we step in with mediation, strategy, and proven tools to help your team resolve conflict with integrity and purpose. If your team is
struggling with communication breakdowns or recurring friction, we are here to help. Learn how our services in managing organizational conflict and conflict transformation can support your mission and build a more peaceful workplace. The collaborating conflict management style is an excellent tool for helping resolve conflicts in the workplace
amicably while ensuring your project gets done. It takes time while you listen to all parties involved, but the payback is huge since every party emerges from the conflict satisfied. The four other conflict management styles are: Accommodating styleCompeting styleCompromising styleAvoiding style The collaborating conflict style focuses on coming up
with the most cooperative solution to conflicts. That means having an honest discussion about important issues with all parties involved and making sure that they’ve all had their say. It also means listening carefully, exploring alternative solutions, and maintaining a nonthreatening environment so everyone feels comfortable laying out their concerns
in the open. From there, you work to find a solution that factors in everyone’s feedback and will generally make everyone feel satisfied with the outcome. Imagine you’re a contractor with two crews, and one always gets to use the better tools. The crew using the mediocre tools is resentful because they don’t feel their manager respects them or what
they do. When you hear both sides of the issue, you grasp what’s happening and which team members are using which tools, and why. Armed with this information, you can now reallocate the tools according to usage rather than crew, so both parties now feel they have what they need to work more productively. In both compromising and
collaborating styles, both parties get their needs met. The difference is the degree to which those needs are met. With the compromising style, all parties give up something they want in order to move forward to a mutually agreed upon solution. For example, an electrical crew may give up an afternoon of work in order to let a plumbing crew get into
the site to finish their job. The electricians may have to scramble to meet their tight deadline, but the plumbing crew will appreciate the gesture, and a conflict will have been resolved. When collaborating, all parties get what they want because they found a solution that serves everyone, ideally long-term. For example, both the electrical crew and
plumbing crew could work alongside each other, despite their initial plans. They may have to pare down their crew, in order to make room for each other, but they’d both be able to meet their deadlines. The collaborating conflict management style is an excellent tool for helping resolve conflicts in the workplace amicably while ensuring your project
gets done. It takes time while you listen to all parties involved, but the payback is huge since every party emerges from the conflict satisfied.The four other conflict management styles are:Accommodating styleCompeting styleCompromising styleAvoiding style The collaborating conflict style focuses on coming up with the most cooperative solution to
conflicts. That means having an honest discussion about important issues with all parties involved and making sure that they’ve all had their say. It also means listening carefully, exploring alternative solutions, and maintaining a nonthreatening environment so everyone feels comfortable laying out their concerns in the open. From there, you work to
find a solution that factors in everyone’s feedback and will generally make everyone feel satisfied with the outcome.Imagine you’re a contractor with two crews, and one always gets to use the better tools. The crew using the mediocre tools is resentful because they don’t feel their manager respects them or what they do. When you hear both sides of
the issue, you grasp what’s happening and which team members are using which tools, and why. Armed with this information, you can now reallocate the tools according to usage rather than crew, so both parties now feel they have what they need to work more productively. In both compromising and collaborating styles, both parties get their needs
met. The difference is the degree to which those needs are met. With the compromising style, all parties give up something they want in order to move forward to a mutually agreed upon solution. For example, an electrical crew may give up an afternoon of work in order to let a plumbing crew get into the site to finish their job. The electricians may
have to scramble to meet their tight deadline, but the plumbing crew will appreciate the gesture, and a conflict will have been resolved.When collaborating, all parties get what they want because they found a solution that serves everyone, ideally long-term. For example, both the electrical crew and plumbing crew could work alongside each other,
despite their initial plans. They may have to pare down their crew, in order to make room for each other, but they’d both be able to meet their deadlines.Collaborating style is best used in the following scenarios:When you’re looking to build relationships. When you are less concerned with getting your way and more focused on fostering an
atmosphere of cooperation.When you’re new to a job and want to build trust. In some situations, collaboration just isn’t possible—or advisable. For example:When safety is involved: Ensuring workers’ safety is critical and there’s no room for disagreement on the issue—it’s the law. If crew members are complaining about wearing protective goggles,
for instance, it’s best to enforce the rules so no one gets hurt. Tight deadlines: If you simply don’t have the time to speak to everyone, get their feedback, and make a decision, you may need to be assertive instead of collaborative.The clear advantage of collaborating conflict style is that all parties feel heard and respected. When there is room to vent,
it creates a feeling of respect, which translates to higher morale and productivity on the job. This style can also set the tone for future disputes, encourage accountability, and promote a sense of shared responsibility.Still, there are disadvantages to the collaborating style: Listening to everyone air their grievances can be time-consuming, and
sometimes, despite making your best effort to hear everyone out, you may not always find a solution everybody can live with. MT Copeland offers video-based online classes that give you a foundation in construction fundamentals with real-world applications, like managing conflict on the jobsite. Classes include professionally produced videos taught
by practicing craftspeople, and supplementary downloads like quizzes, blueprints, and other materials to help you master the skills. The collaborating conflict management style is an excellent tool for helping resolve conflicts in the workplace amicably while ensuring your project gets done. It takes time while you listen to all parties involved, but the
payback is huge since every party emerges from the conflict satisfied. The four other conflict management styles are: Accommodating styleCompeting styleCompromising styleAvoiding style The collaborating conflict style focuses on coming up with the most cooperative solution to conflicts. That means having an honest discussion about important
issues with all parties involved and making sure that they’ve all had their say. It also means listening carefully, exploring alternative solutions, and maintaining a nonthreatening environment so everyone feels comfortable laying out their concerns in the open. From there, you work to find a solution that factors in everyone’s feedback and will
generally make everyone feel satisfied with the outcome. Imagine you’re a contractor with two crews, and one always gets to use the better tools. The crew using the mediocre tools is resentful because they don’t feel their manager respects them or what they do. When you hear both sides of the issue, you grasp what’s happening and which team
members are using which tools, and why. Armed with this information, you can now reallocate the tools according to usage rather than crew, so both parties now feel they have what they need to work more productively. In both compromising and collaborating styles, both parties get their needs met. The difference is the degree to which those needs
are met. With the compromising style, all parties give up something they want in order to move forward to a mutually agreed upon solution. For example, an electrical crew may give up an afternoon of work in order to let a plumbing crew get into the site to finish their job. The electricians may have to scramble to meet their tight deadline, but the
plumbing crew will appreciate the gesture, and a conflict will have been resolved. When collaborating, all parties get what they want because they found a solution that serves everyone, ideally long-term. For example, both the electrical crew and plumbing crew could work alongside each other, despite their initial plans. They may have to pare down
their crew, in order to make room for each other, but they’d both be able to meet their deadlines. The collaborating conflict management style is an excellent tool for helping resolve conflicts in the workplace amicably while ensuring your project gets done. It takes time while you listen to all parties involved, but the payback is huge since every party
emerges from the conflict satisfied.The four other conflict management styles are:Accommodating styleCompeting styleCompromising styleAvoiding style The collaborating conflict style focuses on coming up with the most cooperative solution to conflicts. That means having an honest discussion about important issues with all parties involved and
making sure that they’ve all had their say. It also means listening carefully, exploring alternative solutions, and maintaining a nonthreatening environment so everyone feels comfortable laying out their concerns in the open. From there, you work to find a solution that factors in everyone’s feedback and will generally make everyone feel satisfied with
the outcome.Imagine you’re a contractor with two crews, and one always gets to use the better tools. The crew using the mediocre tools is resentful because they don’t feel their manager respects them or what they do. When you hear both sides of the issue, you grasp what’s happening and which team members are using which tools, and why. Armed
with this information, you can now reallocate the tools according to usage rather than crew, so both parties now feel they have what they need to work more productively. In both compromising and collaborating styles, both parties get their needs met. The difference is the degree to which those needs are met. With the compromising style, all parties
give up something they want in order to move forward to a mutually agreed upon solution. For example, an electrical crew may give up an afternoon of work in order to let a plumbing crew get into the site to finish their job. The electricians may have to scramble to meet their tight deadline, but the plumbing crew will appreciate the gesture, and a
conflict will have been resolved.When collaborating, all parties get what they want because they found a solution that serves everyone, ideally long-term. For example, both the electrical crew and plumbing crew could work alongside each other, despite their initial plans. They may have to pare down their crew, in order to make room for each other,
but they’d both be able to meet their deadlines.Collaborating style is best used in the following scenarios:When you’re looking to build relationships. When you are less concerned with getting your way and more focused on fostering an atmosphere of cooperation.When you’re new to a job and want to build trust. In some situations, collaboration just
isn’t possible—or advisable. For example:When safety is involved: Ensuring workers’ safety is critical and there’s no room for disagreement on the issue—it’s the law. If crew members are complaining about wearing protective goggles, for instance, it’s best to enforce the rules so no one gets hurt. Tight deadlines: If you simply don’t have the time to
speak to everyone, get their feedback, and make a decision, you may need to be assertive instead of collaborative.The clear advantage of collaborating conflict style is that all parties feel heard and respected. When there is room to vent, it creates a feeling of respect, which translates to higher morale and productivity on the job. This style can also set
the tone for future disputes, encourage accountability, and promote a sense of shared responsibility.Still, there are disadvantages to the collaborating style: Listening to everyone air their grievances can be time-consuming, and sometimes, despite making your best effort to hear everyone out, you may not always find a solution everybody can live
with. MT Copeland offers video-based online classes that give you a foundation in construction fundamentals with real-world applications, like managing conflict on the jobsite. Classes include professionally produced videos taught by practicing craftspeople, and supplementary downloads like quizzes, blueprints, and other materials to help you
master the skills. The collaborating conflict management style is an excellent tool for helping resolve conflicts in the workplace amicably while ensuring your project gets done. It takes time while you listen to all parties involved, but the payback is huge since every party emerges from the conflict satisfied. The four other conflict management styles
are: Accommodating styleCompeting styleCompromising styleAvoiding style The collaborating conflict style focuses on coming up with the most cooperative solution to conflicts. That means having an honest discussion about important issues with all parties involved and making sure that they’ve all had their say. It also means listening carefully,
exploring alternative solutions, and maintaining a nonthreatening environment so everyone feels comfortable laying out their concerns in the open. From there, you work to find a solution that factors in everyone’s feedback and will generally make everyone feel satisfied with the outcome. Imagine you’'re a contractor with two crews, and one always
gets to use the better tools. The crew using the mediocre tools is resentful because they don’t feel their manager respects them or what they do. When you hear both sides of the issue, you grasp what’s happening and which team members are using which tools, and why. Armed with this information, you can now reallocate the tools according to
usage rather than crew, so both parties now feel they have what they need to work more productively. In both compromising and collaborating styles, both parties get their needs met. The difference is the degree to which those needs are met. With the compromising style, all parties give up something they want in order to move forward to a mutually
agreed upon solution. For example, an electrical crew may give up an afternoon of work in order to let a plumbing crew get into the site to finish their job. The electricians may have to scramble to meet their tight deadline, but the plumbing crew will appreciate the gesture, and a conflict will have been resolved. When collaborating, all parties get
what they want because they found a solution that serves everyone, ideally long-term. For example, both the electrical crew and plumbing crew could work alongside each other, despite their initial plans. They may have to pare down their crew, in order to make room for each other, but they’d both be able to meet their deadlines. The collaborating
conflict management style is an excellent tool for helping resolve conflicts in the workplace amicably while ensuring your project gets done. It takes time while you listen to all parties involved, but the payback is huge since every party emerges from the conflict satisfied.The four other conflict management styles are:Accommodating styleCompeting
styleCompromising styleAvoiding style The collaborating conflict style focuses on coming up with the most cooperative solution to conflicts. That means having an honest discussion about important issues with all parties involved and making sure that they’ve all had their say. It also means listening carefully, exploring alternative solutions, and
maintaining a nonthreatening environment so everyone feels comfortable laying out their concerns in the open. From there, you work to find a solution that factors in everyone’s feedback and will generally make everyone feel satisfied with the outcome.Imagine you’re a contractor with two crews, and one always gets to use the better tools. The crew
using the mediocre tools is resentful because they don’t feel their manager respects them or what they do. When you hear both sides of the issue, you grasp what’s happening and which team members are using which tools, and why. Armed with this information, you can now reallocate the tools according to usage rather than crew, so both parties
now feel they have what they need to work more productively. In both compromising and collaborating styles, both parties get their needs met. The difference is the degree to which those needs are met. With the compromising style, all parties give up something they want in order to move forward to a mutually agreed upon solution. For example, an
electrical crew may give up an afternoon of work in order to let a plumbing crew get into the site to finish their job. The electricians may have to scramble to meet their tight deadline, but the plumbing crew will appreciate the gesture, and a conflict will have been resolved.When collaborating, all parties get what they want because they found a
solution that serves everyone, ideally long-term. For example, both the electrical crew and plumbing crew could work alongside each other, despite their initial plans. They may have to pare down their crew, in order to make room for each other, but they’d both be able to meet their deadlines.Collaborating style is best used in the following
scenarios:When you’re looking to build relationships. When you are less concerned with getting your way and more focused on fostering an atmosphere of cooperation.When you’re new to a job and want to build trust. In some situations, collaboration just isn’t possible—or advisable. For example:When safety is involved: Ensuring workers’ safety is
critical and there’s no room for disagreement on the issue—it’s the law. If crew members are complaining about wearing protective goggles, for instance, it’s best to enforce the rules so no one gets hurt. Tight deadlines: If you simply don’t have the time to speak to everyone, get their feedback, and make a decision, you may need to be assertive
instead of collaborative.The clear advantage of collaborating conflict style is that all parties feel heard and respected. When there is room to vent, it creates a feeling of respect, which translates to higher morale and productivity on the job. This style can also set the tone for future disputes, encourage accountability, and promote a sense of shared
responsibility.Still, there are disadvantages to the collaborating style: Listening to everyone air their grievances can be time-consuming, and sometimes, despite making your best effort to hear everyone out, you may not always find a solution everybody can live with. MT Copeland offers video-based online classes that give you a foundation in
construction fundamentals with real-world applications, like managing conflict on the jobsite. Classes include professionally produced videos taught by practicing craftspeople, and supplementary downloads like quizzes, blueprints, and other materials to help you master the skills. Imagine finding a way to turn disagreements into opportunities for
growth. That’s the essence of collaborating conflict style—a strategy that emphasizes cooperation and mutual respect. Instead of viewing conflict as a hurdle, you can see it as a chance to strengthen relationships and foster creativity.The collaborating conflict style emphasizes turning disagreements into productive discussions. This approach fosters
cooperation and mutual respect, transforming conflicts into opportunities for growth.The collaborating conflict style involves seeking a win-win solution that satisfies all parties involved. It prioritizes open communication and active listening to understand differing perspectives. When you engage in this style, you aim to address concerns while
building stronger relationships. For example, in a team setting, instead of choosing sides during a dispute, you work together to find solutions that incorporate everyone’s input.Utilizing the collaborating conflict style plays a crucial role in effective conflict resolution. Here are some key benefits:Enhances Relationships: By focusing on collaboration,
you strengthen trust among team members.Encourages Creativity: Joint problem-solving often leads to innovative solutions that may not emerge from competitive approaches.Promotes Understanding: Open dialogue helps clarify misunderstandings and aligns goals between conflicting parties.Ultimately, adopting this style contributes positively to
workplace dynamics and overall satisfaction within teams.Collaborating conflict style showcases a unique approach to resolving disagreements. This style emphasizes cooperation and understanding, transforming potential conflicts into opportunities for growth.Open Communication: Collaborators actively share their thoughts and feelings, ensuring
everyone is heard.Active Listening: They prioritize listening to understand different perspectives before responding.Mutual Respect: Collaborators value each person’s input, fostering an environment where all contributions matter.Problem-Solving Focus: They concentrate on finding solutions that satisfy everyone involved, rather than winning
arguments.Emotional Intelligence: High emotional awareness helps collaborators manage their own feelings and empathize with others.Adopting the collaborating conflict style brings several advantages:Stronger Relationships: Engaging in open dialogue builds trust among team members.Enhanced Creativity: Joint problem-solving encourages
innovative ideas through diverse viewpoints.Improved Understanding: By valuing different perspectives, collaborators foster a deeper comprehension of issues at hand.Higher Satisfaction Levels: When all parties feel valued, overall satisfaction within teams increases significantly.By embracing these characteristics and benefits, you can navigate
conflicts more effectively while strengthening workplace dynamics.Collaborating conflict style is effective in various real-life situations. Here are some examples that illustrate how this approach works.Workplace Disagreements: Imagine two team members disagreeing on a project direction. Instead of arguing, they sit down to discuss their viewpoints
openly. By sharing insights and listening actively, they might discover a new approach that combines both ideas, leading to a stronger final product.Family Conflicts: Consider a situation where siblings argue over household responsibilities. A collaborating approach means they would openly communicate their feelings and negotiate an equitable
division of tasks, ensuring everyone feels valued and heard.Community Issues: Picture a neighborhood divided over park renovations. Residents can hold meetings to express their concerns and ideas collaboratively. This method often leads to solutions that reflect the community’s desires rather than creating further division.Tech Company
Innovation: A tech company faced internal strife when launching a new software tool. Teams were split on features and design choices. Leadership encouraged collaboration through workshops where teams merged ideas into one cohesive plan, resulting in innovative solutions and increased team morale.Healthcare Team Dynamics: In a hospital
setting, nurses and doctors often face conflicting priorities regarding patient care schedules. One facility implemented regular interdisciplinary meetings focused on collaborative problem-solving, allowing staff to voice concerns while developing joint action plans for patient care improvements.Educational Institutions: Schools experiencing conflicts
between faculty members or departments have found success with collaborative committees that focus on curriculum development. These committees encourage input from all educators, fostering teamwork and enhancing educational outcomes for students.These examples highlight the versatility of the collaborating conflict style across different
environments, emphasizing its role in fostering understanding and cooperation among parties involved.Implementing the collaborating conflict style effectively enhances relationships and fosters creativity. Focus on open communication, active listening, and mutual respect.Encourage Open Dialogue: Facilitate discussions where all parties can
express their views without fear of judgment. Creating a safe environment promotes honesty.Practice Active Listening: Show genuine interest in others’ opinions by paraphrasing or summarizing what they say. This approach validates feelings and encourages further sharing.Identify Common Goals: Establish shared objectives that unite everyone
involved in the conflict. When people focus on collective outcomes, it’s easier to collaborate.Be Flexible: Adapt your approach based on feedback from others. Being open to change helps build trust and fosters cooperation.Check Emotions Regularly: Monitor your emotional responses during discussions. Addressing feelings promptly prevents
misunderstandings from escalating into conflicts.Assuming Everyone Agrees With You: Don’t presume that your perspective is universally accepted; seek clarification instead.Neglecting Emotional Dynamics: Ignoring emotions can hinder collaboration; acknowledge them openly for effective resolution.Rushing to Solutions: Avoid jumping straight into
problem-solving mode without fully understanding each party’s concerns first.Overlooking Follow-Up Actions: After reaching an agreement, ensure you revisit the discussed points regularly for accountability and progress tracking.By adhering to these strategies and avoiding common pitfalls, you can implement a collaborating conflict style that
enriches interactions and leads to better outcomes across various situations. Conflict in the workplace is inevitable. So how can we set ourselves up to deal with conflict as constructively and professionally as possible? After all, conflict is a necessary - and healthy - element of all human relationships. The key is to make sure that bottled up emotions
and/or uncontrolled outbursts don't lead to toxicity in the workplace. That's why we hosted an interactive chat with Sharon Ray, a conflict resolution expert with 25+ years of experience in HR.Watch the Chat"Anytime you deal with people, you're going to have some sort of disagreement or conflict. Conflict in the workplace is an exercise in
persuasion. Being able to problem solve and find the best solution for both sides." Sharon fielded questions from the PowerToFly community about how to deal with a number of examples of conflict in the workplace. You get off on the wrong foot with a new coworker.They ask you for help responding to a customer inquiry, but you refuse to lend a
hand because you are working on a tight deadline and don't want to waste time. There has been tension between you two ever since, and now you need their help on a project, but they're not being very responsive.How do you recover?Proposed SolutionGo own it! Find an appropriate time to walk up to them and say,"I understand that we got off on
the wrong foot. My apologies for that. What I'm trying to resolve is X. Can we have a conversation about that?"Regardless of who the conflict is with - an employee, your boss, etc., they'll think more highly of you if you demonstrate self-awareness. The conversation may be awkward, but that's better than a tense relationship that could last years all
because you got off on the wrong foot.Key Focus: It's all about how you approach the situation.Try to maintain respect in the conversation and understand that it does not mean that you're going to love each other at the end of it. At the end of the day you are trying to resolve something so that you can move forward and execute on whatever project or
plan you need to deliver.You're frustrated because your colleague in France keeps messaging you at 5am (your time). They send you seemingly urgent requests when you're sleeping or just waking up, and you're sick of being bombarded with 11 requests before you've even sat down at your desk. You get the vibe they don't like you very much and you
don't know how to approach them.Proposed SolutionAvoiding confrontation is making your situation worse, not better! Schedule a time to chat with them via phone or video call.Bring the spirit of collaboration to the table!Uncover the root of the problem by asking questions - "Is there any particular reason you send me requests before I'm up? Am I
responding to you too late?"Once you understand why they're doing it, you can help them articulate their needs. Maybe they send you 11 messages at 6am because that's right before their lunchtime, and they don't want to forget their questions when they go on break.Now figure out a solution that works for both of you. Can they send themselves a
reminder on Slack to ping you with their questions when you're at your desk? Can you just ignore their messages until you clock in now that you understand they're not time sensitive? Should you schedule a morning check in to go over these requests in real time rather than via message?Key Focus: Have a candid conversation to ease any tensions
long distance can bring.You got a promotion that your friend at work was also gunning for. Now things are awkward between you two. You definitely want to keep the friendship going, but they aren't even speaking to you outside of team meetings.Proposed SolutionSharon suggests going up to the person and owning it. Tell them that you know it's an
uncomfortable situation and that you'd like to continue the relationship. These situations are tough, but radical candor is important - learn more about how to practice it in the workplace here.Key Focus: Be proactive. Break the ice. Figure out how to work together.Important Note: Never apologize for your promotion/moving your career forward.
Prepare to be content with the other person's decision if they are no longer interested in continuing the friendship.Tensions are rising in the office as it becomes increasingly clear that your manager is playing favorites. Certain team members consistently receive the most exciting projects, professional development opportunities, and public
recognition. While others, including you, are overlooked despite boasting equal or superior performance. This favoritism has led to low morale and a sense of unfairness among the team, which hinders overall productivity and collaboration.Proposed SolutionTo address this issue, it's important to map specific times when you've noticed this happening
to yourself. That way, you can come prepared with examples for the meeting, Having a well-thought-out plan before approaching your manager is key. Begin by requesting a private meeting to discuss your concerns. In this meeting, be calm and professional. Provide specific examples of instances where favoritism has been observed, focusing on the
impact on team morale and performance rather than personal grievances. Emphasize the importance of fairness and equal opportunity in fostering a productive and motivated team.Depending on the conversation, you might suggest implementing a more transparent and inclusive system for assigning projects and opportunities, with clear, objective
criteria for distributing assignments and recognition. In addition, you can suggest regular team meetings where progress, accomplishments, and future opportunities are discussed openly so that everyone is informed and feels included. Encourage your manager to solicit feedback from all team members to ensure everyone's skills and contributions
are recognized, and the company distributes development opportunities equally. By fostering a more equitable environment, your team can improve morale, enhance collaboration, and increase productivity.Don't see your specific scenario listed above? Feel free to check out the full video for more examples of conflict in the workplace scenarios - and
solutions!Here are some highlighted questions from the chat and learn:What steps should I be taking to resolve conflicts at work? (4:21)What if the company you work for does not have an HR department, Should we expect the owner of the company to be the mediator? If so, are there tools he/she could reference when dealing with this type of
situation? (4:29)How do I know when to escalate an issue with a coworker? (10:35)What are some suggestions to implement when management refuses to address issues of conflict? (10:42)I feel like my team is always combating my ideas. How do I address this? (17:47)How does one approach a manager who is part of the conflict without being
scared to bring up the issue? (17:55)As a manager, how can I help my team address conflict better? (29:20)Could you please talk about conflict resolution and remote/international teams who may have geographical and cultural differences? (43:08)How do you best approach a coworker (same tenure) who's not doing their share of the work, while
being respectful/not coming across as a manager/supervisor? (44:48)How do you think conflict can be an avenue for innovation? (47:34) We'll leave you with some parting words from Sharon: "Whatever the scenario, keep in mind that we are human, and will face conflict. How we resolve that conflict is key." The Amtec Team March 11, 2025
Workplace conflicts—everyone experiences them, but not everyone handles them well. Whether it’s passive-aggressive emails, clashing personalities, or the coworker who “forgets” deadlines like it’s their job, these conflicts can derail productivity and create a tense work environment. Conflict resolution matters for successful teams because it builds
trust, reduces tension, and fosters a culture of collaboration. When you combine proactive conflict resolution tactics with strategic hiring—especially ensuring the right cultural fit—your organization can help minimize drama and maintain a highly productive atmosphere. To help you navigate workplace challenges like a pro, we’ve compiled 25
workplace conflict examples along with boss-level resolutions. But before we dive into specific scenarios, here’s a quick guide to handling workplace conflicts effectively: Identify the Issue: Pinpoint the core problem and potential impacts. Communicate Directly: Use respectful dialogue to address problems head-on. Set Boundaries: Clearly define
roles, responsibilities, and deadlines. Document & Follow Up: Keep records of agreements, next steps, and progress. Hire for Culture Fit: Collaborate with a staffing partner (like Amtec) to bring in new talent that aligns with your team’s values and goals. By mastering these conflict resolution strategies, you’ll be better equipped to handle difficult
workplace situations with confidence and professionalism. Related: 12 Ways to Calm Employees in an Economic Downturn Conflict: A colleague consistently misses deadlines, causing project delays.Resolution: Instead of immediately blaming them, have a conversation to understand the root cause. Are they overburdened? Do they struggle with time
management? Offer structured support, such as breaking down deadlines into smaller milestones, setting calendar reminders, or using project management tools like Basecamp or Asana. If deadlines continue to slip, loop in management to establish clearer accountability measures. Conflict: Your brilliant idea gets presented by someone else as their
own.Resolution: Assume positive intent initially and bring it up in a non-confrontational way. For example, in a meeting, you might say, “I'm glad my idea resonated with you! Let’s collaborate on refining it further.” To protect your work in the future, keep a written record of ideas through emails, shared documents, or meeting notes. If it happens
repeatedly, address it directly with the individual or escalate to a manager. Conflict: Your boss micromanages everything, making it hard to work.Resolution: Build trust by proactively providing status updates before they ask. Offer regular reports or set up weekly check-ins so they feel informed but not over-involved. During a private conversation,
express that you value their input but work best with a bit more autonomy. If they’re resistant, demonstrate how autonomy improves your efficiency. Conflict: You receive emails that feel subtly rude or dismissive.Resolution: Maintain professionalism and clarity in your responses. If an email sounds condescending, reply in a neutral tone with a
clarifying question like, “Could you elaborate on your concerns so I can address them effectively?” If the behavior continues, suggest a direct conversation to improve communication. Conflict: Someone spreads rumors, creating a toxic work environment.Resolution: Avoid engaging in gossip yourself, and when someone starts a rumor-filled
conversation, redirect it by saying, “Let’s focus on the work at hand.” If gossip escalates into workplace bullying or reputation damage, bring it to HR’s attention. Conflict: A team member takes credit for group success but never contributes.Resolution: Keep a record of contributions in emails or shared documents. Publicly acknowledge teammates’
contributions in meetings by saying, “Great job to the team—especially Alex for leading the research phase!” If the issue persists, privately address it with the individual and discuss team expectations for crediting work. Conflict: Emails and messages go ignored, delaying projects.Resolution: Establish clear expectations for response times. If someone
frequently ignores messages, follow up with, “Hey, just checking in on this. Can you confirm by [date]?” If necessary, schedule recurring check-ins or bring up the issue in a team meeting to set a standard for responsiveness. Conflict: A coworker finds fault in everything, affecting morale.Resolution: Listen actively to their concerns but redirect the
conversation toward solutions. If they complain about a process, ask, “What would you suggest as an improvement?” This shifts the focus from negativity to action. If their complaints continue without solutions, encourage them to take it to leadership. Conflict: One person dominates every discussion.Resolution: Implement structured meeting agendas
with assigned speaking times. If someone takes over, politely interject with, “Let’s hear from others before we move forward.” If necessary, follow up privately and ask them to allow space for others to contribute. Conflict: A coworker treats your desk like a communal area.Resolution: Set boundaries by politely but firmly saying, “I need a clutter-free
space to focus, but I'd be happy to chat later.” If they persist, reinforce the boundary by physically organizing your workspace in a way that discourages intrusion. Conflict: Someone’s voice carries across the entire office.Resolution: Instead of getting frustrated, politely mention, “Hey, I'm on a call, do you mind lowering your voice a bit?” If it’s an
ongoing issue, suggest noise-canceling headphones or request designated quiet zones. Conflict: A coworker refuses to adopt new processes.Resolution: Understand their hesitation—change is hard. Offer hands-on training, show them the benefits, and gradually integrate new processes rather than forcing abrupt transitions. Conflict: A colleague
corrects everything, even when unnecessary.Resolution: Acknowledge their knowledge but steer conversations toward collaboration. For example, “That’s a great point! Let’s combine our perspectives to get the best solution.” Conflict: A coworker follows you everywhere, making it hard to focus.Resolution: Set respectful boundaries. Say, “I need
some focus time right now, but let’s catch up at lunch.” Conflict: A coworker refuses to help unless it’s in their job description.Resolution: Frame the request as teamwork rather than an obligation. “Your expertise would be really valuable here—could you help us figure this out?” Conflict: Someone shares way too much personal information at
work.Resolution: Gently redirect conversations to work topics. “That sounds interesting! What’s your take on the project deadline?” Conflict: Someone keeps cutting you off mid-sentence.Resolution: Hold your ground. “I'd love to finish my thought, then I'd love to hear yours.” Conflict: Your efforts go unnoticed.Resolution: Keep track of
accomplishments and highlight them in performance reviews. You can also self-advocate by saying, “I'd love feedback on my contributions to this project.” Conflict: A coworker constantly brings up politics.Resolution: Set a polite boundary. “I prefer to keep politics out of workplace discussions—let’s talk about the project instead.” Conflict: Someone
treats work as a competition rather than a collaboration.Resolution: Shift the focus to teamwork. “I think we can achieve more by working together rather than competing.” Conflict: A colleague tries to control your workflow.Resolution: Politely clarify roles. “I appreciate your input, but I've got this covered.” Conflict: A coworker stands too close for
comfort.Resolution: Step back or say, “I need a little more space—thank you!” Conflict: Someone pings you constantly instead of checking resources first.Resolution: Set expectations for communication. “Before we chat, check the team wiki—I think the answer might be there.” Conflict: A coworker frequently bends the truth.Resolution: Stick to facts
and document important conversations. If their dishonesty affects work, escalate to management. Conflict: There’s always something with this person.Resolution: Stay professional, minimize engagement, and escalate persistent issues to HR or management when necessary. Workplace conflict examples pop up in every industry, but handling them like
a boss means knowing when to address, de-escalate, or escalate to management. Whether you’re dealing with a chronic complainer or a meeting hijacker, the key is clear communication, boundary-setting, and professionalism. When conflicts escalate beyond reason, don’t hesitate to seek help from HR or external resources. Your workplace should be
productive, not a reality TV drama. Now, go forth and resolve like a pro! If you experience workplace harassment or discrimination, don’t hesitate to take action. You have the right to work in a respectful and fair environment. If addressing the issue internally doesn’t resolve the problem, you can file a complaint with the U.S. Equal Employment
Opportunity Commission (EEOC). Visit EEOC.gov or call 1-800-669-4000 to learn more about your rights and the steps you can take to report workplace discrimination or harassment. All Posts Career Seeker Favorites Career Seekers Employers Human Resources The collaborating conflict management style is an excellent tool for helping resolve
conflicts in the workplace amicably while ensuring your project gets done. It takes time while you listen to all parties involved, but the payback is huge since every party emerges from the conflict satisfied. The four other conflict management styles are: Accommodating styleCompeting styleCompromising styleAvoiding style The collaborating conflict
style focuses on coming up with the most cooperative solution to conflicts. That means having an honest discussion about important issues with all parties involved and making sure that they’ve all had their say. It also means listening carefully, exploring alternative solutions, and maintaining a nonthreatening environment so everyone feels
comfortable laying out their concerns in the open. From there, you work to find a solution that factors in everyone’s feedback and will generally make everyone feel satisfied with the outcome. Imagine you’'re a contractor with two crews, and one always gets to use the better tools. The crew using the mediocre tools is resentful because they don'’t feel
their manager respects them or what they do. When you hear both sides of the issue, you grasp what’s happening and which team members are using which tools, and why. Armed with this information, you can now reallocate the tools according to usage rather than crew, so both parties now feel they have what they need to work more productively.



In both compromising and collaborating styles, both parties get their needs met. The difference is the degree to which those needs are met. With the compromising style, all parties give up something they want in order to move forward to a mutually agreed upon solution. For example, an electrical crew may give up an afternoon of work in order to let
a plumbing crew get into the site to finish their job. The electricians may have to scramble to meet their tight deadline, but the plumbing crew will appreciate the gesture, and a conflict will have been resolved. When collaborating, all parties get what they want because they found a solution that serves everyone, ideally long-term. For example, both
the electrical crew and plumbing crew could work alongside each other, despite their initial plans. They may have to pare down their crew, in order to make room for each other, but they’d both be able to meet their deadlines. The collaborating conflict management style is an excellent tool for helping resolve conflicts in the workplace amicably while
ensuring your project gets done. It takes time while you listen to all parties involved, but the payback is huge since every party emerges from the conflict satisfied.The four other conflict management styles are:Accommodating styleCompeting styleCompromising styleAvoiding style The collaborating conflict style focuses on coming up with the most
cooperative solution to conflicts. That means having an honest discussion about important issues with all parties involved and making sure that they’ve all had their say. It also means listening carefully, exploring alternative solutions, and maintaining a nonthreatening environment so everyone feels comfortable laying out their concerns in the open.
From there, you work to find a solution that factors in everyone’s feedback and will generally make everyone feel satisfied with the outcome.Imagine you’re a contractor with two crews, and one always gets to use the better tools. The crew using the mediocre tools is resentful because they don’t feel their manager respects them or what they do.
When you hear both sides of the issue, you grasp what’s happening and which team members are using which tools, and why. Armed with this information, you can now reallocate the tools according to usage rather than crew, so both parties now feel they have what they need to work more productively. In both compromising and collaborating styles,
both parties get their needs met. The difference is the degree to which those needs are met. With the compromising style, all parties give up something they want in order to move forward to a mutually agreed upon solution. For example, an electrical crew may give up an afternoon of work in order to let a plumbing crew get into the site to finish their
job. The electricians may have to scramble to meet their tight deadline, but the plumbing crew will appreciate the gesture, and a conflict will have been resolved.When collaborating, all parties get what they want because they found a solution that serves everyone, ideally long-term. For example, both the electrical crew and plumbing crew could work
alongside each other, despite their initial plans. They may have to pare down their crew, in order to make room for each other, but they’d both be able to meet their deadlines.Collaborating style is best used in the following scenarios:When you’re looking to build relationships. When you are less concerned with getting your way and more focused on
fostering an atmosphere of cooperation.When you’re new to a job and want to build trust. In some situations, collaboration just isn’t possible—or advisable. For example:When safety is involved: Ensuring workers’ safety is critical and there’s no room for disagreement on the issue—it’s the law. If crew members are complaining about wearing
protective goggles, for instance, it’s best to enforce the rules so no one gets hurt. Tight deadlines: If you simply don’t have the time to speak to everyone, get their feedback, and make a decision, you may need to be assertive instead of collaborative.The clear advantage of collaborating conflict style is that all parties feel heard and respected. When
there is room to vent, it creates a feeling of respect, which translates to higher morale and productivity on the job. This style can also set the tone for future disputes, encourage accountability, and promote a sense of shared responsibility.Still, there are disadvantages to the collaborating style: Listening to everyone air their grievances can be time-
consuming, and sometimes, despite making your best effort to hear everyone out, you may not always find a solution everybody can live with. MT Copeland offers video-based online classes that give you a foundation in construction fundamentals with real-world applications, like managing conflict on the jobsite. Classes include professionally
produced videos taught by practicing craftspeople, and supplementary downloads like quizzes, blueprints, and other materials to help you master the skills.



