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Conflicts within a Working Team
Conflict within a working team can be termed as the disagreement from hostile interactions between two or more team members that affect team performance. Team conflicts can either be emotional or substantive (Wang & Guo, 2019). Emotional conflict arises in the presence of different and opposing emotions relating to a situation that has already happened. It may be caused by things like jealousy, insecurity, bitterness, or personality conflict. In the case of emotional conflict in the working team, people find themselves having an opposing position. Their grudge is always evident and may bring out physical discomfort. On the other hand, substantive conflict in the working team emerges over team goals, assignments, and resource allocation. In this setting, people in a group are unable to agree on the path to follow in the execution of work, especially when each party does not wish to compromise their position. My experience with conflict within a working has been that disputes are inevitable. Conflicts reduce team production because cooperation among parties is low. Additionally, morale in the working team is greatly affected by conflicts. However, regardless of the conflict source, if the conflict remains unresolved, they can negatively impact the working relationship. Some disputes can be beneficial. Especially if they are based on substantive issues, they can lead to new ideas of executing work (McKibben, 2017).
Leaders in a team must oversee conflict resolution. Leaders work out conflicts in public and resolve them as part of their commitment to the team. Conflicts are caused by misunderstanding and lack of communication, and if fixed, they improve the working relationship. Leaders should identify and handle disputes efficiently and in a fair manner. First, team leaders’ should focus on a thorough assessment of the situation resulting in conflict. It is impossible to solve what has not to be diagnosed. After identifying the conflict and the cause, the leader should focus on neutralizing and minimizing the conflict. At this stage, the leader should focus on maintaining boundaries to prevent the further acceleration of the conflict. The leader should focus on respecting the unique skill every one brings into the team and appreciate real differences will always be there. The last point is reaching an agreement. With the facts and assumptions considered, the leader and the team must decide what action to take (Rezvani, Barrett & Khosravi, 2019).
Trust in the workplace can be based on performance and principles in the workplace. Trust success or failure will depend on the performance and team ability to uphold principles in work (Rezvani, Barrett & Khosravi, 2019). Trust performance has a significant impact on how a team delivers results and make decisions. Trust answers the question of reliability. Trusting someone means that they will follow up on their responsibilities, which will determine success or failure. If one is considered unreliable in a team, then chances of failure are high for the whole team. A work team with high trust inspires team members to retain trust through excellence. In this case, team members bring sound judgment, and they can represent the organization. Failure of trust could keep team members stagnant, and they may fail to reach their full potential.
It is essential to create a healthy culture and develop rules when handling conflict (McKibben, 2017). In light of 2 Timothy 2:1-5, Christ calls for conflict to be addressed in a fair manner. There should be no-taking of the sides for those overseeing conflict resolutions. When solving conflict, everyone in the team should be treated fairly and equally. Praise and recognition should be honest and fair at all times. Christ advocates that no one serves as a soldier gets involved in a civilian affair. In this context, the conflicting teams are the civilians, and the leader overseeing the conflict management is the soldier. When resolving conflict, leaders should never take sides. Their role should be to address the conflict and help them reach a solution. They should work to ensure that the resolution reached works well for both parties. If the conflict is resolved unfairly, the situation escalates. Generally, it is essential to develop rules for handling conflict. The member teams should listen to each other, acknowledge their point of view, and avoid interrupting each other (Rezvani, Barrett & Khosravi, 2019).
In conclusion, conflicts will always exist in working teams, and they must still be solved to improve team performance and ensure cooperation. If the conflict is left, unresolved can have a negative impact on the relationship among members and even team leaders. Trust may be eroded because it may be impossible to believe in someone you conflict with either their ideas or views. In the absence of trust, there is decreased performance and productivity.  Finally, conflicts should be handle immediately before they escalate further. Leaders should be in the forefront in resolving conflict. They should remain neutral and ensure they get a clear understanding of the issue before they step in to resolve conflict.
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