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NEGATIVE ASFECTS OF INTERFERSONAL
CONFLICT Conflict often leads lo increased
negative regard for the other party. One reason
for this is thal many conflicts involve unfair
fighting methods and are focused largely on
hurting the other person. When one person hurts
the other, increased negative feelings are inevi-
table; even the strongest relationship has limits.
At times, too, conflict may lead vou to close
vourself off from the other person. When you
hide your true sell from an intimate, you pre-
vent meaningful commumnication from taking
place, Because the need for imtimacy is so strong,
one or both parties may then seek intimacy
elewhere. This often leads to further conflict,
mutual hurt, and resentment—qualities that add
heavily to the costs incurred by the relationship,
Meanwhile, rewards may become difficult to
exchange. In this situation, the costs increase

the rewards decrease, which often results inref- . [t was so great to meet L‘LIE neighbors
tionship deterioration and ""““m‘_‘:a?‘.“‘ and resolve our differences.”
POSITIVE ASPECTS OF IN SONNES, SwoovssouceShutiariok

CONFLICT The major value inbpersmal

conflict is that it forces you in¢ & prob- 4

lem and work loward o patential stilution, 1f the participants use productive conliet

stralegies, the relations uiil‘q.r well emerge from the encounter stronger, healthier,
and more satisfying than before. And you may emerge stronger, more cmﬁdenl and
better able to stangdmp for yourself (Bedford, 1996), -
Through ict and its resolution, we also can stop resentment ‘from increas-
ing and let ¢ _: \needs be known. For example, suppese | need lods ©Of attention when

1 come hame from work, but you need to review and get clostine on the day’s work.
Eﬁ; appreciate the legitimacy of these needs, then we can find solutions.

you can make your important phone call affer my attention needs are met,
or perhaps 1 can delay my need for attention unm-'m get closure about work. Or
perhaps [ can learn to provide for your closure needs and in doing so get my attention
needs met. In this case, we'd have a win-win solution; each of us gets our needs met.
Consider, too, that when you try to <blve conflict within an interpersonal rela-
tionship, you're saying in effect thal the f@lationship is worth the effort: otherwise,
vou would walk away from such a onflict. Usually, confronting a conflict indicates
commitment and a desire to p?ﬁkwe the relationship.

e
Conflict Is Influenced by Culture and Gender
As in other areas ofTAterpersonal communication, it helps to view conflict in light of
culture and g?uh Both exert powerful influences on how people view and resolve
conflicts. ¢

CONFLICT AND CULTURE  Culture influences not only the issues: that people fight
about but also what people consider appropriate and inappropriate in terms of deal-
ing with conflict. Researchers have found, for example, that cohabiting 18-year-olds
are more likely to experience conflict with their parents about their living style if they
live in the United States than if they live in Sweden, where cohabitation is much more
accepted. Similarly, male infidelity is more likely to cause conflict between American
spouses than in southern European couples. Students from the United States are more
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likely to engage in conflict with other US. students than with someone from another
culture. Chinese students, on the other hand, are more likely to engage in conflict with
non-Chinese students than with fellow Chinese (Leung, 1988).

The types of conflicts that arise depend on the cultural orientation of the individuals
involved. For example, in collectivist cultures, such as Ecuador, Indonesia, and Korea,
conflicts are more likely to center on violations of collective or group norms and values,
for example, the failure to provide for family members or publicly disagreeing with a
superior, Conversely, in individualist cultures, such as § the United States, Canada, and
Western Europe, conflicts are more likely to occur when people viclate individual norms,
fior example, not defending a position in the face of disagreement (Ting-Toomey, 1985),

The cultural norms of organizations also influence the types of conflicts that cccur
and the ways people may deal with them. Some work environments, for example, would
not tolerate employees’ expressing disagreement with high-level management; others
might welcome it. In individualist cultures, there is greater tolerance for conflict, even
when it involves different levels of an organizational ) w, In collectivist cultures,
there's less tolerance for these things. And, not ﬂn'pdshgl)r influences how a
conflict will be resolved. For example, managers in the Und tes (an individualist
culture) deal with workplace conflict by seeking hﬂgralf the demands of the different
sides; managers in China (a collectivist cultung) are v to call on higher manage-
ment to make decisions—or not to resolve the i all (Tinsley & Brett, 2001},

CONFLICT AND GENDER Not surprisingl arch finds significant gender dif-
ferences in interpersonal conflict, For « , men are more apt to withdraw froma
conflict situation than are women. [t" argued that this may hedu&lu!heinct&%
men become more psychalgically ad physiologically aroused during conflict (3nd
retain this heightened level o al much longer) than do women, and mﬁ may
try to distance themselves and withdraw from the conflict to prevent fur arousal
(Goleman, 1995b; Gottman & Carrere, 1994). Another position wou ¢ rgue that men
withdraw because’ lture has taught men to avoid conflict, and still another
would twi wal is an expression of power. . _' '

Women. ga the other hand, want to get closer to the conili want to talk about it
and mssolve iLEven adolescents revieal these differences, lg_dirchmbnysm girls ages
11 to 17,560s withdrew more than girls (Heasley, & Burbach, 1995; Lindeman,

atakka, & Keltikangas-Jarvinen, 1997). Other reseatch has found that women are more
WMammnmh@mme.MMwm&cﬂneﬂM

"ymﬂin"ieﬂus”amimasmﬂiﬁ" i 3 renson, Hawkins, & Sorenson, 1995).

\ﬁp{ to reveal their negative feelings than ane
aap, Buunk, & Kerkstra, 1988).

that some research fails to support these ste-
ict style—the differences that cartoons, situation
readily and so clearly. For example, several studies
dealing with both tudents and men and women in business found no sig-
nificant differences i ways men and women engage in conflict (Canary & Hause,
1993; Gottman, ;Mm 1999; Wilkins & Andersen, 1991).

Another difference is that women are mq
mien (Canary, Cupach, & Messman, 1

It should be mentioned,
reotypical gender differences
comedies, and films \
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Preventing Conflicts in Social
In v vairiety of eocksl media sitan,

A §3itﬂict Styles Have Consequences

h\) The way in which you engage in conflict has consequences for the resolution of the
conflict and for the relationship between the conflicting parties. Here we consider
five basic styles (Thomas & Kilmann, 1974; Blake & Mouton, 1985; Folger, Poole, &
Stutman, 2013). As you read through these styles, try o identify your own conflict
style as well as the styles of those with whom you have close relationships.

COMPETING: | WIN, YOU LOSE  The competitive conflict style Involves great
concern for your own needs and desires and little for those of others. As long
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