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Abstract 

Organizational conflict is a disagreement between or within groups in an 

organization. The groups may be workers, workers‟ unions or management. 

Organizational conflict is common in the workplace because people always 

have divergent views on various issues, interests, ideologies, goals, and 

aspirations. Organizational conflict can take on any of several different forms, 

including intrapersonal, interpersonal, intergroup and inter-organizational 

conflicts. Conflict has not favorite outcomes; so it is needed to identify the 

factors to decrease it. Few studies find organizational citizenship behavior is a 

main one to it. Organizational citizenship behavior is held to be vital to the 

survival of an organization. Organizational citizenship behaviorhas been viewed 

as pro-motive behaviors that demonstrate the actor's desire to maintain a 

relationship with the target and contribute to the target's success.This condition 

could be leaded to remove conflict among employees. The researchers 

recommend other scholars to identify the other factors of organizational 

conflict, such as identifying a list of factors causing organizational conflict. So, 

the following are recommended: Managers should develop diverse but 

appropriate strategies to resolve and manage conflicts; efforts should be made 

by the management to organize OCB on organizations. 
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Introduction 

Scarcity of resources, complexity of life issues, seriousness of change in 

different areas of the world society and increasingenhancement of citizen's 

expectancies is a reality accepted in today's management. So, the greatest 

respect for organization efficiency isunavoidable when it overcomes these 

limitations (Zarea, 2012).  

Authors writing on organizational behavior call conflict within organizations 

„organizational conflict‟ (OC) which can take on any of several different forms, 

including intrapersonal, interpersonal, intergroup and inter-organizational 

conflicts (Elmagri, & Eaton, 2011).Conflict is viewed as a situation in which 

two or more individuals operating within a unit appear to be incompatible 

(Chuang &Tzy-Ning, 2003). Studies shows conflict has not favorite and good 
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outcomes to organizations. So, it is needed to identify the factors to decrease 

this problem.  

Few surveys find organizational citizenship behavior is a main one to it. Organ 

(1988) argued that organizational citizenship behavior (OCB) is held to be 

vitalto the survival of an organization. Organ further elaborated that 

organizational citizenship behaviorcan maximize the efficiency and productivity 

of both the employee and the organization that ultimately contribute to the 

effective functioning of an organizationProminent current 

organizationalresearchers such as Brief have supported Organ‟sposition 

regarding the importance for effectiveness of those behaviors which he labeled 

as organizational citizenship behavior (George & Brief, 1992). OCB isreferred 

as set of discretionary workplace behaviors that exceed one‟s basic job 

requirements. They areoften described as behaviors that go beyond the call of 

duty. Research of OCB has been extensive since its introduction nearly twenty 

years back (Jahangir, et al., 2004).  

Historically, OCB and OC domains were thought to be separate entities and, 

assuch, should be approached as distinctly different domains. The current study 

in the relationshipbetween OCB and OC is an example of a growing awareness 

that organizational development is complex. Therefore, we will try to 

familiarOCB and OC, separately; then we will survey the effect OCB on OC in 

workplace. 

 

Organizational Conflict 

Organizational conflict is a disagreement between or within groups in 

anorganization. The groups may be workers, workers‟ unions or 

management.Organizational conflict is common in the workplace because 

people always havedivergent views on various issues, interests, ideologies, 

goals, and aspirations(Deutsch, 1990).Jehn and Bendersky (2003) described 

conflict as perceived incompatibilities or discrepant views among the parties 

involved. 

One of the early theorists on conflict, Daniel Katz (1965), created a typology 

that distinguishes three main sources of conflict: economic, value, and power. 

 Economic conflict involves competing motives to attain scarce 

resources. Each party wants to get the most that it can, and the behavior 

and emotions of each party are directed toward maximizing its gain. 

Union and management conflict often has as one of its sources the 

incompatible goals of how to slice up the “economic pie”.  

 Value conflict involves incompatibility in ways of life, ideologies – the 

preferences, principles and practices that people believe in. International 

conflict (e.g., the Cold War) often has a strong value component, wherein 

each side asserts the rightness and superiority of its way of life and its 

political-economic system. 



      ijcrb.webs.com 

      INTERDISCIPLINARY JOURNAL OF CONTEMPORARY RESEARCH IN BUSINESS 

COPY RIGHT © 2013  Institute of Interdisciplinary Business Research                               216 

 
 

MAY  2013 

VOL 5, NO 1 

 
 Power conflict occurs when each party wishes to maintain or maximize 

the amount of influence that it exerts in the relationship and the social 

setting. It is impossible for one party to be stronger without the other 

being weaker, at least in terms of direct influence over each other. Thus, a 

power struggle ensues which usually ends in a victory and defeat, or in a 

“stand-off” with a continuing state of tension. Power conflicts can occur 

between individuals, between groups or between nations, whenever one 

or both parties choose to take a power approach to the relationship. Power 

also enters into all conflict since the parties are attempting to control each 

other (Fisher, 2000). 

Task and relationship conflict can also share some conceptual overlap, as each 

type of conflict may affect the other. Task conflict may turn into relationship 

conflict if perceived as a personal disagreement. Misattributions about 

viewpoints or opinions could lead an individual to assume that his or her 

competence is being challenged and relationship conflict might result 

(Williams, 2011). Also, personality conflict refers to very strong differences in 

motives, values or styles in dealing with people that are not resolvable. For 

example, if both parties in a relationship have a high need for power and both 

want to be dominant in the relationship, there is no way for both to be satisfied, 

and a power struggle ensues. Common tactics used in interpersonal power 

struggles include the exaggerated use of rewards and punishments, deception 

and evasion, threats and emotional blackmail, and flattery or ingratiation. 

Unresolved power conflict usually recycles and escalates to the point of 

relationship breakdown and termination (Fisher, 2000).  

Conflict from viewpoint of organizational factors is stem from nature of the 

organization and the way in which work is organized. They can be divided into: 

• Limitation of resources: all organizations have limited resources and attempt 

to find the most efficient way to divide the resources and accomplish tasks. One 

study found that competition for limited resources often leads to negative 

conflict; 

• Unfair treatment: Some organizations have a strong status difference between 

managers and non-managers (employees). For example, managers have flexible 

schedules, personal telephone calls allowed at work, and longer lunch hours 

which are not available to other employees. This may lead to resentment and 

conflict; 

• Role ambiguity: when an individual does not have adequate information on the 

nature of the work required of him in the organization or when he has a lack of 

determined competences or lack of defined responsibilities. This may lead him 

into conflict with others; 

•Role incompatibility: in this situation conflict occur when an individual finds 

himself do more one role which include incompatible goals; 
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• Organizational change: with the pace of technological, political and social 

change increasing and the marketplace hurtling toward a global economy. 

Organizational changes will be over-present and then conflict will exist; 

• Contradiction of goals: out of necessity, organization members frequently 

pursue goals that are somewhat different from one another and they are 

sometimes incompatible or contradiction, thus setting the stage for potential 

conflicts; 

• Information deficiency: This source of conflict results from communication 

breakdown in the organization. It may be that the two employees in conflict are 

using different information or that one or both have misinformation. This source 

of conflict is not emotionally charged and after corrected, there is little 

resentment; 

• Environmental stress: it is more likely that conflicts will occur in 

environments that are characterized by a lack of resources, by downsizing, 

competitve pressures, or by high degrees of uncertainty (Elmagri, & Eaton, 

2011). 

 

Organizational Citizenship Behavior 

Organizational citizenship behavior (OCB) is referred to as a set of 

discretionary workplace behaviors that exceed one's basic job requirements. 

They are often described as behaviors that go beyond the call of duty. Research 

on OCB has been extensive since its introduction nearly twenty years ago 

(Zarea, 2012). According to Organ (1988) in OCB anindividual‟s behavior is 

discretionary. Thisbehavior is not directly or explicitly recognized by the formal 

reward system and it in the aggregate that promotes the effective functioning of 

the organization. 

Van Dyne et al. (1995)have noted that much of the empirical research on 

organizational citizenshipbehavior, and the related concepts of pro-social 

organizational behavior andorganizational spontaneity, has focused more on 

what Schwab (1980) calledsubstantive validity, rather than on construct 

validity. That is, the literature hasfocused more on understanding the 

relationships between organizational citizenship and other constructs, rather 

than carefully defining the nature of citizenshipbehavior itself (Podsakoff, et al., 

2000).  

The vast majority of OCB research has focused on the effects of OCB on 

individual and organizational performance. Thereis consensus in this particular 

field that OCB addresses silent behaviors for organizationalenterprises 

(Jahangir, et al., 2004).OCB impacts workgroup efficiency during times of 

crisis management. For example, having conscientiousness and helping others 

result in decreased inter-group conflict and allow managers to focus on more 

pressing matters (MacKenzie et al, 1999).Organ (1990) points out that OCB not 

only adds to performance, but it may also influence how managers evaluate 

employees. 
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Van Scotter and Motowidlo (1996) measured two dimensions of contextual 

performance by asking supervisors to rate employees on how likely they were to 

engage incertain behaviors. The first dimension, interpersonal 

facilitation,overlaps with Organ‟s (1988) altruism and courtesy 

dimensions,Morrison‟s (1994) altruism dimension, and Van Dyne et al.‟s(1994) 

social participation dimension. The second dimension, jobdedication, includes 

elements of Organ‟s sportsmanship, civicvirtue, and conscientiousness 

dimensions. In addition, job dedication includes elements pertaining to 

persistence in completingone‟s own job or task. This last element is similar to 

Van Dyne etal.‟s (1994) functional participation and Coleman and 

Borman‟s(2000) job–task citizenshipperformance (LePine, et al., 2002).  

Another study determined that the organizational citizenship behaviors of the 

teachers was at an average level and that there was a perception that conflicts 

were not experienced in the institution from the aspect of organizational 

communications (Ozsaker, et al., 2012).  

In attempting to further define organizationalcitizenship behavior, Organ (1988) 

highlights five specific categories of discretionary behavior and explains how 

each helps to improve efficiency in the organization:  

• Altruism (e.g., helping new colleagues and freelygiving time to others) is 

typically directed toward other individuals but contributes to groupefficiency by 

enhancing individuals‟ performance.  

• Conscientiousness (e.g., efficient use of time and going beyond minimum 

expectations) enhances the efficiency of both an individual and the group.  

• Sportsmanship (e.g., avoids complaining and whining) improves the amount 

of time spent on constructive endeavors in the organization.  

• Courtesy (e.g., advance notices, reminders, and communicating appropriate 

information) helps prevent problems and facilitates constructive use of time.  

• Civic Virtue (e.g., serving on committees and voluntarily attending functions) 

promotes the interests of the organization. 

Morrison (1994) offered another OCB framework. Her altruismdimension 

overlaps with Organ‟s (1988) altruism and courtesydimensions. Her 

conceptualization of conscientiousness is a bitnarrower than Organ‟s. She also 

presented sportsmanship andinvolvement dimensions, the latter of which 

include componentsof Organ‟s sportsmanship and civic virtue dimensions. The 

lastdimension, “keeping up with changes,” overlaps with Organ‟scivic virtue 

and conscientiousness dimensions(LePine, et al., 2002). 

Effect OCB on Conflict 

OCB have been viewed as pro-motive behaviors that demonstrate the actor's 

desire to maintain a relationship with the target (i.e., coworkers or the 

organization) and contribute to the target's success (Jahangir, et al., 2004).This 

condition could be leaded to remove conflict among employees.  

Also, McClelland's (1961) work suggested that all people have some degree of 

achievement, affiliation, and power motives. The achievement motive pushes 
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people to perform in terms of a standard of excellence, seeking the 

accomplishment of a task, challenge, or competition. The affiliation motive 

pushes peopletoward establishing, maintaining, and restoring relationships with 

others. The power motive pushes people toward status and situations in which 

they can control the work or actions of others. 

Examples ofOCB may include helping a co-worker who has been absent from 

work,volunteering for extra duty when needed, representing the 

companyenthusiastically at public functions, and acting in ways that 

improvemorale, and resolving unconstructive interpersonal conflict (Organ, 

1990). So, conflict resolution strategiesadopted in resolving conflicts between 

workers and management may influencethe workers‟ attitude regarding work 

and the organization. Workers who felt theywere not given fair hearing in the 

resolution of a conflict may develop negativeattitude to work or their 

organization such as low organizational citizenship behavior(OCB) (Podsakoff, 

et al., 2000). 

Mikolajczak, Nelis, Hansenne, and Quoidbad (2008) reported that trait EI helps 

inmoderating the effects of unfair treatment or organizational injustice on 

individuals‟OCB on the ground that individuals with high trait EI would have 

the ability toappraise the situation, their resources, process the emotional 

information arising fromorganizational injustice or unfair treatment and select 

adaptive coping strategiesrather than use maladaptive coping strategies to deal 

with the negative events.Through this process, unfairly treated individuals with 

high trait EI will likely develophigh OCB. It is thus expected that trait EI will 

moderate the relationship betweenconflict resolution strategies and OCB. 

Also, conflict resolution strategies were found to be significantly related to 

organizational citizenship behavior (Giap, et al., 2005).On the other hand, 

Dickinson (2009) showed that organizational citizenship behavior is 

positivelyrelated to both job stress and work-family conflict. These results show 

howparticipating in organizational citizenship behavior can have a 

negativeeffect on thewell-being of employees outside of work.  

According above literature, we could conclude that the OCB is a neglected 

factor to remove conflict within organizations.   

 

Conclusion 

Although the rapid growth in theory and research undoubtedly has been 

gratifying to those interested in organizational citizenship behavior and conflict, 

it also has produced some fortunate consequences.  

Identifying the factors which cause conflict in any organization is considered 

the main stage in the process of conflict management. This idea has supported 

by many scholars like Robbins and Judge, 2008; Schermerhorn et al., 2005; 

Rahim, 2002 (Elmagriand Eaton, 2011). Few studies that arerelated to the 

constructs investigated in this study are reported here.  
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The researchers recommend other scholars to identify the other factors of 

organizational conflict, such as identifying a list of factors causing 

organizational conflict. So, the following are recommended: Managers should 

develop diverse but appropriate strategies to resolve and manage conflicts; 

efforts should be made by the management to organize OCB on organizations. 
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