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Introduction
Although many think the financial performance of the organization is the most critical aspect but conflict management should be hugely considered in the organizational setting. Conflict management is tremendously developing into an integral sub-field of institutional behavior on a short term basis. The situation is underlining greater conflict acceptance which is treated as the organizational phenomenon, more often, a concern to the management. Therefore, the paper selected the article on managing a conflict in an organization through communication to generate critical analysis, and in this case, conflict and communication management in the local public organizations developed by Gabriela Hener. 
Hener focuses on the intra-organizational conflicts including the communication influence in regards to the conflict resolution process (Hener, 2017, p. 133). Besides, the article pinpoints intra-organizational conflict models which are pivotal to the course. Simply, intra-organizational conflicts encompass the structure of the organization makeup having four categories, namely; vertical, horizontal, line-staff, and role conflicts (Hener, 2017, p. 133). By expansion, a vertical conflict usually happens when your supervisor occasionally tells you what to do and even to an extent of micromanaging instead of allowing you to perform your job. Horizontal conflicts result between employees of the same hierarchical level from the same unit and they manifest themselves through disagreements in opinions, decisions, and ideas (Hener, 2017, p. 133).
 Last but not least, line staff-conflicts occur within a department attributed by support staff and actual units. Finally, role conflicts have a possibility of stemming from assignment incomplete understanding delegated to the employee at a particular time. Also, the author showcased the formal communication models such as downward, upward, and horizontal communication to solve conflicts due to increased comprehension and reduction of risk to jump to conclusions or make generalizations (Hener, 2017, p. 135). These points are significant to the course in the following ways; first, the topic would enhance common idea and effort including collaboration realized from not only communication influence dimension but also in respect of persuasion (Hener, 2017, p. 137). Second, it would promote consistent relationships among people, more importantly, the function of individual socialization which collectively minimize conflicts in the organization.  
Without a doubt, Hener should be aware of both functional and dysfunctional outcomes when undertaking a conflict resolution process through effective communication. The functional outcomes include; stimulation of the creativity, innovation, and growth, improvement of sound organizational decision-making, the discovery of alternative solutions to a problem, enhancement of group and individual performance, and an individual might be forced to seek new holistic strategies (Columbia Southern University, 2014). On the other hand, dysfunctional outcomes entail; reduction of communication among employees, damage in relationships, decreases in job performance, compromises loyalty and organizational commitment, and escalation of a distrust and suspicion environment (Columbia Southern University, 2014). 
Consequently, the paper suggests the following communication techniques in managing functional conflict and dysfunctional conflict as well. Assertive communication by creating a platform for every individual to exercise his/her rights, expectations, and needs. As a result, it will underline what is at stake and the individuals influenced by the decisions and it will be more viable if the message accommodates the entire organizational structure including shareholders and customers as a larger context (Naima & Stewart, 2018). Apart from this, embrace active listening to develop a collaborative understanding of an issue, and in this light, receivers possibly seek classifications, or mirror the feelings of the speaker, or ask for additional information. Another way is to solve a problem by defining it and establishing the causes are vital elements to aid to mitigate a conflict, in most cases, through communication.
Conclusion
To sum up, organizations find it difficult to eliminate conflict from the institution but moderate conflict is fundamental to the organization as it is required to maintain effectiveness. In the case of functional and dysfunctional consequences of conflict, could be facilitated by communication. Perhaps, the participants reveal the meaning of conflict and its implications to the organization.
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