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THERE ARE FOUR COMMON TYPES OF
CONFLICT IN SENIOR LEADERSHIP:

Task Conflict,
which focuses on
goadls and methods

Values Conflict,
which focuses on
beliefs and identity

Relationship Conflict,
which focuses on
iInterpersonal tension

Process Conflict,
which focuses on roles,
handoffs & decision rules

WHY CONFLICT MANAGEMENT MATTERS FOR EXECUTIVE LEADERS

AFFECTS PERFORMANCE

Poorly managed conflict reduces alignment, delays
decisions, and increases rework. Well managed
conflict increases clarity, improves decisions, and
strengthens collaboration.

PREVENTS THE ESCALATION CYCLE

When conflict is ignored, it moves underground. It
spreads through alliances and hallway
conversations. It shapes decisions in harmful ways.
Early, honest engagement prevents this pattern.

SLOW THE REACTION &
ESTABLISH PURPOSE

Executives must respond, not react.
When conflict surfaces, pause.
State the purpose of the discussion.

Do not choose sides early. You do not
yet have the full picture. Premature
judgment damages trust fast!

SEPARATE FACTS FROM
INTERPRETATIONS

Invite each party to explain what
happened. Ask for facts first. Ask
for examples. Clarify timelines and
decisions. Then ask for
interpretations.

Executives often discover that both
parties are responding to
incomplete or outdated
information

IDENTIFY THE REAL
SOURCE OF TENSION

Most conflicts fall into one of four
categories — task, process,
relationship, and values. The goal is
to identify which pattern is in play.

Use a simple question. What would
solve this for you? Answers reveadl
whether the issue is resources,
clarity, respect, or alignment.

PROTECTS CULTURE

People watch how leaders handle disagreement. If
leaders punish dissent, the culture becomes quiet
and fearful. If leaders invite debate and respond with
respect, the culture becomes open and strong.

SUPPORTS FAIRNESS

People judge process more than outcomes;
when leaders communicate clearly, listen well,
and explain their decisions, teams see those
decisions as fair—even when they disagree.

CREATE AGREEMENTS ABOUT
BEHAVIOR AND STRUCTURE

Executives have two kinds of levers -
behavioral and structurail:

e Behavioral agreements include
communication norms, response
times, and escalation pathways.

e Structural agreements include
roles, decision rules, delegation
boundaries, and handoff
procedures.

Write agreements down. Share them
with everyone involved. Review them
in one month. This prevents drift.

FOLLOW UP AND ADJUST

Conflict management is not finished
at the meeting. Leaders must check
progress. Ask whether the
agreements are working. Ask whether
any constraints have changed.
Update agreements as needed.
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