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Abstract: The researcher conducted a quantitative study based on questionnaire and interview guide as data collection 

instruments on conflict management on employee performance in the Ministry of Youth and Economic Empowerment in 

Shurugwi District in Zimbabwe‟s Midlands Province. Respondents comprised of seventy-eight (78) employees randomly 

selected. The study revealed that the major sources of conflict include specialisation common resources, goal differences, 

interdependence, authority relationships, status difference, roles and expectations, skills and abilities, personality among 

others.  The study also revealed that the major cause of conflict was interpersonal relations between employees in the 

Ministry of Youth Development and Economic Empowerment should train its employees on conflict management so as 

to improve organisational performance.  The study also recommends that the organisation engages in functional conflict 

which promotes the goals of the organisation as its basis to enhance maximum contribution of employees. 
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INTRODUCTION 

The Ministry of Youth, Indigenisation and 

Economic Empowerment (MYIEE) is a Government 

department whose main role and function is to develop, 

promote and implement policies and programmes for 

the empowerment of youths and indigenous citizens in 

order to achieve sustainable and equitable development.  

The ministry started in 1980 after independence as 

ministry of Community Development.  It was 

concerned with the development of the community 

thereby establishing pre-schools, adult literacy schools, 

and cooperatives and monitors the village health 

workers.  Its establishment was less than 20 employees 

per District.  

 

The Ministry‟s roles and functions remain 

unchanged although the name changes several times.  

The Ministry was split into two Ministries in 2004 

whilst it was Ministry of Youth Development, Gender 

and Employment Creation (MYDGEC).  The two 

Ministries are now known as Ministry of Women 

Affairs, Gender and Community Development 

(MWAGCD) and Ministry of Youth Indigenisation and 

Economic Empowerment (MYIEE).  The MYIEE is 

found in almost every District of Zimbabwe.  The 

MYIEE in Shurugwi District‟s staff establishment is 

currently 130 employees.  

 

According to Deutsch, [15], conflict inevitably 

means that people are working against each other in 

such a way that what one wants is incompatible with 

that which another wants.  The dysfunctional view of 

organisational conflict is imbedded in the notion that 

organisations are created to achieve goals by creating 

structure that perfectly define job responsibilities, 

authorities, and other job functions.  This traditional 

view of organisations values orderliness, stability and 

the repression of any conflict that occurs.  The 

Functional view of organisational conflict sees conflict 

as a productive force, one that can stimulate members 

of the organisational to increase their knowledge and 

skills and their contribution to organisational innovation 

and productivity.  If you subscribe to a flexible vision 

of effective organisations, and recognise that each 

conflict situation provides opportunity to improve, you 

then shift your view of conflict.  Rather than trying to 

eliminate conflict, or suppress its symptoms, your task 

becomes managing conflict so that it enhances people 

and organisations, rather than destroying people and 

organisations [4]. 

 

The MYIEE staff have a unique mentality and 

organisational culture.  It is argued that the MYIEE 

non-management staff has a lack of self discipline and 

are not punctual or pay attention to details.  There is a 

high degree of cooperation within non-management 

staff and a low level of cooperation between non-

management staff and management staff.  Such a 

uniqueness of culture represents an interesting object 

for studying conflict management in MYIEE Shurugwi 

District. 

 

The need for an effective management to 

ameliorate the problems emanating from conflict and 

assist the organisation in their struggle for the 

attachment of corporate objectives cannot be over 

emphasised.  The effective management of these 

conflicts will go a long way to enhance the performance 

of the organisation in meeting its mandate.  It is in light 

of the above problems that the research will be 

conducted. 

 

Generally, employees and management in the 

Ministry of Youth, Indigenisation and Economic 

Empowerment in Shurugwi District do not seem to 

relate harmoniously.  This results in endless conflicts 

among the workers as well as between the workers and 

management.  Conflict may lead to non-productive 
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performance within the Ministry and thus the need to 

come up with suggestions to manage the conflict. 

 

RESEARCH QUESTIONS 

 What is the prevalence of conflict in the Ministry 

of Youth, Indigenisation and Economic 

Empowerment in Shurugwi District? 

 What are the major causes of this conflict? 

 To what extent is the organisation resolving the 

conflicts? 

 

SIGNIFICANCE OF THE STUDY 

The significance of this study stemmed from 

the fact that it sought to expose the major factors that 

lead to conflict in the Ministry of Youth, Indigenisation 

and Economic Empowerment.  A clear understanding of 

the causes of conflict is necessary so that remedial 

measures can be devised to reduce the conflicts so that 

workers and managers expend their energies on their 

core-business and not on fighting.  It was also hoped 

that authorities in the Ministry of Youth, Indigenisation 

and Economic Empowerment would use the findings to 

improve the conditions of service in the district so that 

conflicts are minimised. 

 

LITERATURE REVIEW 

Conflicts happen each day and their successful 

management is a key element of organisational and 

managerial success.  It is a fact of our lives and if we 

are able to understand it and its impact on work 

effectiveness, we can make conflict useful and use them 

to achieve better results.  There is no universally 

accepted definition of conflict. Folger, Scott, Poole and 

Stutman [6] defined conflict as “the interaction of 

independent people who perceive  incompatibility”.  

Cahn and Abigail [5] also defined conflict as a 

problematic situation, differing perceptions and desired 

outcomes, interdependence, potential which adversely 

affect the relationship between individuals.  Conflict is 

a likely result of contacts within family, friends, and 

colleagues, as well as between managers and their 

subordinates [16]; thus, conflict is inevitable whenever 

human element is involved. 

 

In 2005 Thomas defines a conflict as a 

“disagreement in opinions between people or groups, 

due to differences in attitudes, beliefs, values or needs.  

In the business world, differences in such characteristics 

as work experience, personality, peer group, 

environment and situation, all lead to differences in 

personal attitudes, beliefs, values or needs”.  From the 

above definitions it is obvious that there is no just one 

practical definition of conflict.  Each person has an 

individual way of thinking and behaves differently from 

others in similar situations.  It can be concluded that 

conflict can affect everyone to varying extent [10].  

 

views conflict as a process of social interaction 

and a social situation, where interests and activities of 

participants (individuals or groups) actually, or 

apparently[7], confront, block and disable the 

realisation of one party‟s objectives.  In addition, 

conflict is a process where person A deliberately makes 

an effort to prevent efforts of person B with an 

opposing action, which will result in frustrating Person 

B to achieve his goals or satisfy his interests [12].  

Organisational conflict occurs, as actors engage in 

activities that are incompatible with those of colleagues 

within their network, members of other organisations, 

or unaffiliated individuals who utilise the services or 

products of the organisation [13].  The same author 

conceptualises conflict as an interactive process 

manifested in incompatibility, disagreement, or 

dissonance within or between social entities (individual 

groups, organisations, etc). 

 

A lot of people consider conflict as fighting, 

although it is important to realise that there are other 

sides of conflict.  A conflict is often seen as a condition 

A in which people experience a clash of opposing 

wishes, wants or even needs [17].  Conflict consists of 

several components.  Number one is disagreement or 

differences in the position of the parties participating in 

the conflict.  For the issue to emerge, a 

misunderstanding or discrepancy in opinions or needs 

should take place.  A vivid example of disagreement 

can be points of view on job responsibilities from 

employees and supervisors.  Sometimes managers can 

ask for additional tasks to be done as a part of 

organisational team performance which might be 

considered as inappropriate or out of line [4]. 

 

For the disagreement to arise parties of the 

conflict should be identified.  They take different sides 

according to their beliefs, values and needs.  Parties are 

the second component of any conflict, be it at a 

workplace or in social settings.  Some managers might 

overlook the point that some parties of the conflict 

might be unaware that they participate, however it is 

important to recognise all of the parties to successfully 

solve issues. 

 

Third constituent of any conflict is needs, 

beliefs, interests and concerns of the parties [4].  

According to Maslow‟s pyramid of needs each human 

being possesses basic or physiology needs such as 

breathing, eating and sleeping, which determine his or 

her actions in life.  The basic needs are accompanied by 

safety, love or belonging, esteem and self actualisation 

[18] which is required to be met for a human being to 

feel integrity and safety.  There are two types of values: 

terminal and instrument.  Terminal values are “lifelong 

goals and objectives that an individual seeks to achieve” 

[8].  They are comfortable life, a world at peace, family 

security, pleasure, self-respect, wisdom, social 

recognition and others. 

 

Instrumental values are “a mode of conduct 

that an individual seeks to value” [8].  Examples of 

these values can be ambitions, capability, cleanliness, 
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forgiveness, honesty, independence and more.  If parties 

of the conflict have opposite or different values, it will 

result in dissimilar sides and attitudes.  “The more the 

employees‟ values are congruent with the organisational 

values, the more successful the individual will be and 

the more successful the organisation will be” [11]. 

 

Organisational citizenship behaviour can also 

be a reason for a conflict as an example of collapse of 

values and beliefs in the organisation.  Although, “they 

are the behaviours that are not required of 

organisational members, but that contribute to and are 

necessary for organisational efficiency, effectiveness 

and competitive advantage” [8], most employees try to 

follow the unwritten rules.  If a single mother is not able 

to work longer hours or come to work at weekends to 

help her co-workers, she might be perceived in an 

unsatisfactory way by her colleagues and cause an 

interpersonal conflict due to the differences between her 

and organisational beliefs and values. 

 

Often employees feel underappreciated and 

underpaid which results in job dissatisfaction and 

conflict at their workplace or nationwide.  When 

McDonalds‟ employees demanded 15 dollars per hour 

instead of 7.50 the whole US chain of the fast food 

restaurants faced a problem of workers and managers 

having a conflict.  Fourth component is the perceived 

threat which determines people‟s actions and their 

position in the conflict.  In reality, perceived threat 

might not be the same as the real threat they confront, 

thus people‟s behaviour could be modified 

inappropriately [4].  Low emotional intelligence which 

is “the ability to understand and manage one‟s own 

moods and emotions and the moods and emotions of 

other people” [8] might worsen the conflict as people 

could express some thoughts they never wished to be 

revealed or act “in a fit of temper” by, as in our 

example, threatening to walk away from jobs. 

 

Orientations to Conflict: Constructive or 

Destructive 

For many decades, managers had been taught 

to view conflict only as a negative force.  Nowadays 

two different orientations to conflict have evolved: 

functional and dysfunctional.  Functional form of 

conflict, or constructive conflict, supports the goals of 

the organisation and improves its performance.  

Functional conflict may actually encourage greater 

work effort and help task performance.  One of the 

main benefits of constructive conflict it is that it gives 

its members a chance to identify the problems and see 

the opportunities.  Also it can inspire to new ideas, 

learning and growth among individuals.  When 

individuals engage in constructive conflict, they can 

learn more about themselves and others.  In addition, it 

can help to improve relationships among members, 

because when two sides work on resolving a 

disagreement together, they feel that they have mutually 

accomplished something.  Such orientation to conflict 

can mostly be found in US in interpersonal 

communication texts [9]. 

 

In 1992 David Augsburger, an American Anabaptist 

author, introduced four assumptions aligning with 

functional orientation: 

 Conflict is a normal, useful process. 

 All issues are subject to change through 

negotiation. 

 Direct confrontation and conciliation are valued. 

 Conflict is a necessary renegotiation of an implied 

contract – a redistribution of opportunity, release of 

tension and renewal of relationship. 

 

The first assumption means that although 

conflict is a complicated process, it can strengthen 

relationships.  If the conflict is managed correctly, it 

will lead to stronger healthier and more satisfying 

relationship.  In this case conflict also increases 

cohesiveness of groups.  With reference to the second 

and third assumptions the main idea is to recognise 

conflict as soon as possible and work through it in a 

productive way [19]. 

 

Referring to dysfunctional conflict, it is 

believed to be destructive.  Such form of conflict 

usually hinders organisational performance and leads to 

decreased productivity.  This conflict orientation is 

characterised by competing individual interests 

overriding the business‟s overall interests.  Managers 

withhold information from one another.  Employees 

sabotage others‟ work, either intentionally or through 

subtle, conflict-motivated interest in teamwork [9] 

The differences between these two types of conflict are 

not in their sources but in the manner in which each of 

them is expressed.  In constructive conflict, each party 

resists attacking the other.  Instead, both sides take part 

in thoughtful discussion.  They listen to each other‟s 

point of view, and try to find mutually beneficial 

solutions.  By contrast, in dysfunctional conflict both 

parties are involved in confrontation which doesn‟t lead 

to any beneficial solution [14]. 

 

METHODOLOGY 

The study employed the quantitative 

methodology.  The quantitative methodology was chose 

for its ability to enable this study‟s findings to be 

generalised to other universities [1].  The quantitative 

methodology was also found to be useful in this study 

because it enabled the researcher to investigate 78 

employees‟ perceptions on the management of conflict 

in the Ministry of Youth and Economic Empowerment 

in Shurugwi District of Zimbabwe.  The study settled 

for the survey research design.  The use of the survey 

design enabled the researcher to gather widespread 

perceptions of respondents in regard to the studies 

phenomenon [2].  The study used simple random 

sampling to select to workers and managers because it 

permitted every employee to have an equal chance of 

participating in the study [3].  The researcher used the 
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questionnaire and interviews to collect data from the 

respondents.  The questionnaire enabled the researcher 

to collect predetermined respondents‟ opinions 

regarding the studied phenomenon [3].  The interviews 

enabled the researcher to obtain the actual feelings of 

the respondents regarding conflict management in the 

Ministry of Youth and Economic Empowerment. 

 

Presentation of Data 

The study sought to investigate the conflict 

management process in the Ministry of Youth and 

Economic Empowerment in Zimbabwe. 

 

Table-1: Composition of respondents by gender (N= 

78) 

Gender  Frequency  Percentage (%) 

Male  38 49 

Female  40 51 

Grand Total 78 100 

 

The table above represented the gender levels, 

it illustrated that there was a presence of more females 

than males.  Males represented 49% of the workforce 

population, while females occupied 51% of the 

population at MYIEE. 

 

Table-2: Composition of respondents by age (N=78) 

Age Category 

(Years) 

Frequency  Percentage 

(%) 

<20 0 0 

21-30 10 13 

31-40 28 36 

41-50 22 28 

>51 18 23 

Grand Total 78 100 

 

The table above represents the age structure of 

the 39 respondents at MYIEE.  The age range was from 

20 years old to 59 years old.  More than three quarters 

of the employees where between 31 and 50 years.  

From the participants 87% were between the ages of 31 

and 59 years.  The remaining 13% was represented by 

the ages 21-30. 

 

Table-3: Composition of respondents by academic 

qualifications (N= 78) 

Academic 

Qualification 

Frequency  Percentage 

(%) 

High School 8 10 

Diploma  36 46 

Bachelor‟s Degree 24 31 

Master‟s Degree 10 13 

Doctorate 0 0 

Grand Total 78 100 

 

The table above depicts that 4(10%) of the 

sample have high school qualification, 18(46%) of the 

sample population are holders of Diplomas, 12(31%) 

are holders of Bachelor‟s degrees.  An average of 

5(13%) are holders of Masters Degrees.  There are no 

holders of doctorate degrees.  This indicates that three 

quarters of the population at least holders of certificates. 

 

Sources of conflict 

This question sought to reveal the sources of 

conflict: 

 

 
Fig-1: Sources of conflict 
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Source: Survey 2016 

On specialisation 51% of the respondents gave 

a rating of 5,5% of the respondents gave a rating of 

4,15% of the respondents gave a rating of 3,15% gave a 

rating of 2 and 13% gave a rating of 1.  Thus, 

specialisation was given a high rating thus it‟s a source 

of conflict.  On common resources, majority of 

respondents gave a rating of 64% of 5, thus it‟s a high 

rating as a source of conflict.  With regards to goal 

difference, 31% of the respondents gave a rating of 5, 

and 33% gave a rating of 4, thus, these are high rating, 

thus goal difference is a source of conflict.  On 

interdependence 49% of the respondents gave a rating 

of 5, and 18% of the respondents gave a rating of 4, 

thus, these are high rating, thus interdependence is a 

source of conflict. 

 

With respect to authority relationship as a 

source of conflict, majority of respondents (54%) gave 

a rating 5.  Thus, authority relationship is a source of 

conflict.  On status differences, majority of respondents 

(59%) of respondents gave a rating of 5.  Thus, 

authority relationships are a source of conflict.  On roles 

and expectation, majority of respondents (56%) gave a 

rating of 4, hence authority relationships are a source of 

conflict. 

 

With regards to skills and abilities, majority of 

respondents (66%) gave a rating of 4, on rating skills 

and abilities as a source of conflict.  Thus, skills and 

abilities are source of conflict.  On personality as a 

source of conflict, majority of respondents (72%) of the 

respondents gave a rating of 5 when rating personality 

as a source of conflict, hence, personality is a source of 

conflict.  In terms of perception as a source of conflict, 

59% of the respondents gave perception a high rating of 

5 as a source of conflict, thus perception is a source of 

conflict.  On personal problems, majority of 

respondents (62%) gave a rating of 5 in rating personal 

problems as a source of conflict, thus, personal 

problems are a source of conflict.  With regards to 

communication problems as a source of conflict (44%) 

respondents gave of 4, and 21% of the respondents gave 

a rating of 4 in rating communication problems  as a 

source of conflict, thus respondents revealed that 

communication is a source of conflict. 

 

Overall analysis shows that respondents 

revealed the sources of conflict at MYIEE as 

specialisation, common resources, goal differences, 

interdependence, authority relationships, status 

difference, roles and expectations, skills and abilities, 

personality, perceptions, personal problems and 

communication problems. 

 

Type of conflict at work 

This question sought to determine the type of 

conflict that employees experience at their workplace. 

 

 
Fig-2: Type of conflict 

Source: Survey 2016 

 

From the survey, 59% of the respondents 

revealed that the type of conflict at the workplace is 

interpersonal, 23% respondents revealed that the type of 

conflict they have at the workplace is intergroup, and 

18% of the respondents revealed that the type of 

conflict they have is intra-group.  Thus analysis depicts 

that the conflict that employees at MYIEE are 

experiencing is interpersonal. 

 

Conflict handling styles 

From 25 questions, respondents were asked to 

indicate the extent of their agreement and disagreement 
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Scoring on the following questions 
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Table-4: Conflict handling styles 

A B C D E 

1_____ 

6_____ 

11____ 

16____ 

21____ 

2_____ 

7_____ 

12____ 

17____ 

22____ 

3_____ 

8_____ 

13____ 

18____ 

23____ 

4_____ 

9_____ 

14____ 

19____ 

24____ 

5_____ 

10____ 

15____ 

20____ 

25____ 

Avoidance         Competition       Compromise        Accommodation       Collaboration 

Totals                 Totals                 Totals                  Totals                         Totals 

Scores from 21 to 25 are representative of a very strong style. 

Scores from 15 to 20 are representative of a strong style. 

Scores from 11 to 15 are representative of an average style. 

Scores from 6 to 10 are representative of a weak style. 

Scores from 0 to 5 are representative of a very weak style. 

 

DATA ANALYSIS 

Avoidance conflict handling style 

Statistical analysis revealed that the mean 

score for avoidance conflict handling style is 14.13, the 

median score is 13 and the modal score is 6.  Thus, 

interpretation of the scores provided by respondents 

show that employees at MYIEE use avoidance conflict 

handling style on an average basis when using the mean 

and the median.  When using the modal statistical 

analysis, it shows that they use a weak style when 

avoiding conflict. 

 

Competition conflict handling style 

For the results obtained from statistical 

analysis of scores by respondents, the mean score 

15.59, the median score is 16 and the modal score is 12.  

Hence, interpreting the respondents using the mean and 

modal scores, it shows that respondents use strong style 

when competing on conflict.  Thus using the mean and 

median statistical analysis it shows that employees at 

MYIEE use a strong style when competing on conflict.  

Interpreting the scores using the modal score, it shows 

that respondents use an average style when handling 

conflict using the competition style. 

 

Compromise conflict handling style 

Statistical analysis of the data showed that or 

compromise conflict handling style, the mean score 

15.45, the median score is 15 and the modal score is 

also 15.  Thus data analysis shows that all the three 

scores respondents at MYIEE use a strong compromise 

conflict handing style.  Hence, employees compromise 

well when they are in a conflict situation at MYIEE. 

 

Accommodation conflict handling style 

Statistical analysis of the data showed that the 

scores when using the accommodation conflict handling 

style are as follows: mean score is 17.15, the median 

score is 19 and the modal score is 22.  When 

interpreting the scores using the mean and median 

scores, it shows that respondents use a strong 

accommodation conflict handing style.  When using the 

modal score, respondents use very strong 

accommodation conflict handling style. 

 

Collaboration conflict handling style 

Data analysis using statistical methods 

revealed that when using collaboration conflict handling 

style, the mean score 12.41, the median score is 12, and 

the modal score is 9.  Hence, data interpretation 

suggested that when using the mean and median scores, 

respondents at MYIEE use an average collaboration 

conflict handling style.  When using the modal score, 

respondents at MYIEE uses a weak conflict handling 

style. 

 

Overall analysis on conflict handling styles 

suggested that, from the range of available conflict 

handing style identified above which are: avoidance, 

accommodation, completion, compromise and 

collaboration conflict handling style, one conflict 

handling style which is collaboration ensures maximum 

organisational performance.  However, the 

collaboration conflict handling style is being used by 

respondents on a weak style and on an average style. 

 

CONCLUSIONS 

The research investigated the conflict management 

strategies in the Ministry of Youth and Economic 

Empowerment.  The following conclusions are drawn: 

 The sources of conflict are shortage of resources, 

goal differences, status difference as well as 

personalities. 

 Conflict immensely affects the performance of the 

workers and management. 

 Conflict management strategies used are not very 

effective to totally eradicate dysfunctional conflict 

in the organisation. 

 

RECOMMENDATIONS 

In light of the above findings and conclusions, the study 

recommends the following: 

 Management has to engage in training of 

employees on conflict issues. 

 There is need to improve communication when 

managing conflict. 
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 The management should also use conflict 

management styles that promote cooperation and 

collaboration among the workers. 

REFERENCES  

1. Ary, D. J. And Razaviah, A. (2012). Introduction 

to research in education. New York: Harcourt 

brace Jovanovich. 

2. Lawson, K. J. And Lovell, K. (2012). 

Understanding research in education. London: 

Library Association Press. 

3. Kumar, F. S. (2008). Research in educational 

settings. London: University of London. 

4. Behrman, R. (2012). The managerial grid. 

Houston, Texas: Gul Publishing Co. 

5. Cahn, D. and Abigail, R. (2007). Managing conflict 

through communication. Boston, MA: Pearson. 

6. Folger, J., Scot, A., Poole, A. And Stutman, R. 

(2005). Working through conflict: strategies for 

relationships groups and organisations. Boston: 

Allyn and Beacon. 

7. Jambrek, D. (2005). Conflict at work throughout 

the history of organisations.  New York: Harper. 

8. Jones, Gareth, R., George and Jennifer, M. (2008). 

Contemporary Management. New York: McGraw-

Hill Companies. 

9. Kinicki, A. And Kreitner, R. (2008). 

Organisational behaviour: Key Concepts, Skills & 

Best practices. 

10. Leung, Yu Fai (2009). Conflict management and 

emotional intelligence. Unpublished thesis for 

degree of Doctor of Business Administration, 

Southern cross University, Lismore. 

11. Mujtaba, L. R. (2014). Intercultural 

communication in contexts. New York: McGraw-

Hill. 

12. Robbins, S. (1995). Organisational behaviour. 

New Jersey: Prentice Hall. 

13. Rahim, M. A. (2002). Managing conflicts in 

organisations (2
nd

 Ed). New York: Praeger. 

14. Whetten and Cameron, B. (2012). Managing 

conflict in public organisations. Public manager 

35(4): 55. 

15. Jones, G. A., & Chant, S. (2009). Globalising 

initiatives for gender equality and poverty 

reduction: Exploring „failure‟with reference to 

education and work among urban youth in The 

Gambia and Ghana. Geoforum, 40(2), 184-196.  

16. Suppiah, W. R., & Rose, R. C. (2006). A 

Competence-based View to Conflict 

Management. American Journal of Applied 

Sciences, 3(7), 1905-1909.  

17. Dictionary, O. E. (2010). OED. Online edition. 

http://dictionary. oed. com. gate. lib. buffalo. 

edu/entrance. dtl. Accessed March, 14. 

18. Maslow, A. H. (1943). A theory of human 

motivation. Psychological review, 50(4), 370.  

19. Nakayama, T. K., & Martin, J. N. (2007). The 

“white problem” in intercultural communication 

research and pedagogy. Whiteness, pedagogy, 

performance: Dis/placing race, 111-137. 


