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Conflicts are a common occurrence in the workplace as employees within 

organizations often differ in perceptions, values, and approaches to work-

related tasks. When left unaddressed, these conflicts can significantly impact 

employee performance and overall organizational productivity. However, 

when effectively managed, workplace disputes can serve as opportunities for 

growth and innovation, leading to organizational development. Despite the 

importance of leadership in conflict resolution, few studies have explored the 

extent to which conflict resolution is influenced by various leadership 

perspectives and their combined impact. To bridge this research gap, this study 

aims to examine the role of ethical leadership in conflict resolution and its 

integration with other leadership paradigms. Specifically, the research 

objectives are (i) to analyze how ethical leadership influences conflict 

resolution processes, (ii) to assess the integration of ethical leadership with 

other leadership paradigms, including transformational, transactional, and 

servant leadership, and (iii) to develop a multidimensional framework for 

conflict management. This study adopts a conceptual approach by synthesizing 

existing literature to establish ethical leadership as a central theoretical 

perspective in conflict resolution. Ethical leadership is characterized by 

integrity, fairness, and empathy, fostering a culture of trust and transparency 

where conflicts are managed constructively rather than escalating into 

prolonged disputes. The findings indicate that ethical leadership reduces 
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workplace conflict by enhancing transparency and fairness in decision-making 

while also ensuring that employees feel valued and heard in conflict resolution 

processes. Furthermore, when combined with transformational, transactional, 

and servant leadership styles, ethical leadership enhances both short-term 

dispute resolution and long-term organizational harmony. The study's findings 

hold theoretical and practical significance. Theoretically, the research 

contributes to leadership and conflict resolution literature by integrating 

multiple leadership paradigms into a unified framework that enhances the 

understanding of their combined influence on workplace conflict. Practically, 

the study guides organizational leaders in selecting and developing ethical 

leaders with high emotional intelligence (EI) to foster a collaborative and trust-

driven work culture. By applying the proposed multidimensional conflict 

resolution framework, organizations can effectively address workplace 

conflicts, leading to higher employee satisfaction and improved organizational 

performance. While this study presents a comprehensive conceptual model, the 

proposed framework requires empirical validation across various 

organizational contexts to further assess its applicability and effectiveness in 

workplace conflict management. 
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Conflict, Emotional Intelligence, Ethics, Leadership, Management 

 

 

 

Introduction  

Interpersonal conflicts have become a prevalent challenge in modern workplaces due to 

differences in employees' perspectives, goals, beliefs, and values. Studies reveal that 85% of 

employees experience some form of workplace conflict, while 49% report that these disputes 

lead to increased stress and reduced productivity (CPP Global, 2020). Moreover, workplace 

disputes contribute to significant financial losses, with organizations losing approximately 

$359 billion annually due to time spent resolving conflicts (Myers-Briggs Company, 2021). As 

organizations grow and embrace more diverse workforces, effective conflict management 

strategies are essential to maintaining a positive organizational climate and improving 

employee well-being (Ilac & Presbitero, 2022). 

 

Among the various components of an ethical work climate, this study uniquely examines the 

relationship between ethical leadership and effective conflict management. Ethical leadership 

is closely linked to trust, fairness, and open communication, which are essential for resolving 

disputes (Cichobłaziński, 2021). Research highlights that organizations emphasizing ethical 

leadership experience 30% fewer conflicts, leading to higher employee satisfaction and 

engagement (Munduate, Medina, & Euwema, 2022). Additionally, a 2021 report by the Ethics 

& Compliance Initiative (ECI) found that companies fostering ethical leadership reduce 

unethical behavior by 40%, indirectly preventing workplace disputes. 

 

Despite extensive research on conflict resolution, there remains a gap in the literature regarding 

how multiple leadership paradigms interact to shape conflict management strategies. While 

past studies focus on servant leadership (Jit, Sharma, & Kawatra, 2016), Goldratt’s Evaporating 

Cloud Model (Gupta, Boyd, & Kuzmits, 2011), and adaptive management approaches (Da 

Rocha & Frazier, 2019), fewer studies analyze how these leadership models interact within 

modern organizational settings to facilitate effective conflict resolution. 

https://doi.org/10.1002/crq.21347
https://www.proquest.com/openview/e5f62c92ebc79b2c6e26fc5178526a46
https://doi.org/10.5093/jwop2022a20
https://doi.org/10.4018/978-1-7998-1726-0.ch001
https://doi.org/10.4018/978-1-7998-1726-0.ch001
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This study aims to achieve three primary objectives. First, it explores the relationship between 

ethical leadership and effective conflict resolution, emphasizing the role of integrity, fairness, 

and trust in mitigating workplace disputes. Second, it examines the influence of various 

leadership styles, including ethical, transformational, and servant leadership, on conflict 

management and assesses how their integration fosters a more harmonious work environment. 

Lastly, the study proposes a practical framework for improving conflict resolution in 

organizations by adopting multidimensional leadership models, offering leaders a structured 

approach to enhancing workplace harmony and organizational performance. 

 

As workplace disputes become increasingly complex, integrating ethical leadership with other 

leadership styles provides a more holistic approach to conflict resolution (Raithel, Van 

Knippenberg, & Stam, 2021). Empirical evidence suggests that organizations that implement 

structured conflict resolution frameworks experience a 27% increase in overall productivity 

and a 22% reduction in turnover rates (Babalola, Stouten, Euwema, & Ovadje, 2016).   

 

Furthermore, a recent Gallup workplace study (2023) found that 60% of employees identify 

poor leadership and lack of communication as primary contributors to workplace disputes, 

underscoring the need for leadership-driven conflict management (Gallup, 2023). Leaders who 

foster transparency and open communication play a critical role in minimizing disruptions and 

promoting a cooperative workplace culture (Goleman, 1998). 

 

Table 1: Workplace Conflict Statistics and Leadership Impacts 

Statistic Findings Source 

Prevalence of 

Workplace Conflict 

85% of employees experience some 

form of workplace conflict. 
CPP Global, 2020 

Impact on 

Productivity 

Employees lose an average of 2.8 

hours per week dealing with 

workplace conflicts, costing 

businesses $359 billion annually. 

Myers-Briggs Company, 

2021 

Ethical Leadership 

and Conflict 

Reduction 

Organizations emphasizing ethical 

leadership experience 30% fewer 

conflicts, leading to higher employee 

engagement. 

Munduate et al., 2022 

Ethical Culture 

Impact 

Companies fostering ethical leadership 

reduce unethical behavior by 40%, 

indirectly reducing workplace 

disputes. 

Ethics and Compliance 

Initiative (ECI), 2021 

Conflict Resolution 

and Organizational 

Performance 

Workplaces implementing structured 

conflict resolution frameworks 

experience a 27% increase in 

productivity and a 22% reduction in 

turnover rates. 

Babalola et al., 2016 

Leadership and 

Workplace Conflict 

60% of employees believe that poor 

leadership and lack of communication 

are primary contributors to workplace 

disputes. 

Gallup, 2023 

 

https://doi.org/10.1177/0149206316638163
https://doi.org/10.1177/0149206316638163
https://doi.org/10.5093/jwop2022a20
https://doi.org/10.1177/0149206316638163
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This paper is structured to provide a systematic examination of conflict resolution strategies. 

The first section explores ethical leadership and its connection to organizational conflict 

management strategies, emphasizing its role in fostering fairness and trust. The next section 

introduces conceptual models based on practical leadership frameworks that have been 

successfully implemented in corporate settings. Finally, the concluding section outlines future 

research directions and practical applications of multidimensional leadership approaches, 

providing insights into how organizations can refine their conflict management strategies for 

long-term success. 

 

Literature Review 

 

Theoretical Framework: Leadership Theories and Conflict Resolution Models 

To understand the role of leadership in conflict resolution, several theoretical models provide 

insight into how different leadership styles influence organizational conflict management. 

Transformational Leadership Theory, introduced by Burns (1978) and expanded by Bass & 

Riggio (2006), suggests that leaders inspire and motivate employees through vision, ethical 

behavior, and strong communication. This fosters collaborative problem-solving and reduces 

workplace conflicts by ensuring that disputes are managed through engagement rather than 

authority. Similarly, Transactional Leadership Theory, based on Weber’s (1947) principles, 

explains conflict resolution through structured processes, rewards, and penalties, ensuring 

compliance and reducing disorder in the workplace (Avolio & Bass, 1995). 

 

While transformational leadership focuses on motivation, servant leadership, introduced by 

Greenleaf (1977), highlights employee well-being and interpersonal trust as essential factors 

in conflict resolution (Eva et al., 2019). Leaders who prioritize employees’ concerns create an 

inclusive and collaborative work environment where disputes are resolved through dialogue 

and empathy. Additionally, the Path-Goal Theory (House, 1971) suggests that leaders guide 

employees through conflicts by providing strategic direction, setting clear goals, and offering 

necessary support (Northouse, 2013). 
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Figure 1: The Framework of Leadership Theories and Conflict Resolution Models 

Source: Napkin AI (2025) 

 

Figure 1 illustrates the leadership theories. The interest-based relational approach (IBRA) by 

Fisher & Ury (1981) focuses on negotiation and fairness, advocating for win-win solutions that 

preserve workplace relationships while addressing disputes effectively (Rahim, 2011). 

Similarly, emotional intelligence (EI) theory, introduced by Goleman (1998), emphasizes self-

awareness, empathy, and social skills, all of which contribute to de-escalating conflicts and 

fostering productive communication. By integrating these leadership and conflict resolution 

models, organizations can develop more effective strategies to manage workplace disputes. 

 

Table 2: Leadership Theories and Their Role in Conflict Resolution 

Theory Key Concept 
Application in Conflict 

Resolution 
Key Source 

Transformational 

Leadership Theory 

Leaders inspire 

employees through 

vision and 

motivation. 

Encourages open 

communication, trust, 

and collaborative 

problem-solving. 

Bass & Riggio, 

2006 

Transactional 

Leadership Theory 

Leaders use rewards 

and punishments to 

enforce rules. 

Ensures compliance and 

structured dispute 

resolution but lacks 

flexibility. 

Avolio & Bass, 

1995 

Servant Leadership 

Theory 

Leaders prioritize 

employee well-being 

and empowerment. 

Reduces workplace 

conflicts by fostering 

trust and inclusivity. 

Eva et al., 2019 

Path-Goal Theory 

Leaders guide 

employees by setting 

clear goals and 

providing support. 

Ensures employees feel 

supported in resolving 

disputes. 

Northouse, 2013 
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Theory Key Concept 
Application in Conflict 

Resolution 
Key Source 

Interest-Based 

Relational Approach 

(IBRA) 

Conflict resolution is 

based on fairness 

and collaboration. 

Encourages win-win 

solutions that maintain 

relationships. 

Rahim, 2011 

Emotional 

Intelligence (EI) 

Theory 

Leaders manage 

emotions effectively 

in disputes. 

Reduces emotional 

escalation and enhances 

interpersonal conflict 

resolution. 

Goleman, 1998 

 

Ethical Leadership and Its Impact on Effective Conflict Resolution 

Ethical leadership plays a fundamental role in ensuring that workplace conflicts are managed 

with fairness, transparency, and integrity. Workplace conflicts frequently arise due to 

differences in perspectives, principles, and goals; however, ethical leadership ensures that 

disputes are resolved in a way that fosters trust, open communication, and organizational 

morale (Rashid & Hassan, 2022). Ethical leaders create an open dialogue where employees 

feel heard, reducing misunderstandings and increasing employee engagement  (Gupta et al., 

2011). Organizations that have structured communication frameworks report a 40% decline in 

workplace disputes, indicating the importance of transparency in leadership (Rahim, 2011). 

 

Furthermore, ethical leaders ensure fair and impartial decision-making processes, which 

contribute to greater employee trust and cooperation (Munduate et al., 2022). Studies show that 

organizations that prioritize fairness in leadership experience a 30% increase in employee 

morale and trust, leading to a more collaborative work environment. Leaders with high 

emotional intelligence (EI) further enhance conflict resolution by demonstrating empathy and 

understanding. Research indicates that leaders trained in EI-based conflict resolution strategies 

reduce workplace turnover by 22% due to their ability to de-escalate conflicts through 

emotional regulation (Gallup, 2023). 

 

Table 3: Ethical Leadership Mechanisms for Conflict Resolution 

Mechanism Impact on Conflict Resolution Key Source 

Open Communication 

Encourages employees to discuss 

grievances, reducing 

misunderstandings. 

Gupta et al., 2011 

Fairness and Equity 

Ensures impartial decision-making, 

leading to higher trust and 

collaboration. 

Munduate et al., 2022 

Empathy and Emotional 

Intelligence (EI) 

Leaders who practice empathy reduce 

workplace hostility and stress. 
Goleman, 1998 

 

 

Integrating Approaches to Leadership for Positive Conflict Resolution 

A combined leadership approach that integrates transformational, transactional, and servant 

leadership styles provides a balanced method for managing workplace disputes (Raithel et al., 

2021).  

 

 

https://doi.org/10.1108/10444061111171387
https://doi.org/10.1108/10444061111171387
https://doi.org/10.5093/jwop2022a20
https://doi.org/10.1108/10444061111171387
https://doi.org/10.5093/jwop2022a20
https://doi.org/10.1177/15480518211010763
https://doi.org/10.1177/15480518211010763
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Table 4: Comparison of Leadership Approaches in Conflict Management 

Leadership Style 
Strengths in Conflict 

Resolution 
Limitations Key Source 

Transformational 

Leadership 

Fosters open communication 

and emotional balance. 

Requires time to 

implement cultural 

shifts. 

Asante, 2020 

Transactional 

Leadership 

Provides structure and 

enforces compliance. 

Lacks flexibility and 

relational engagement. 
Guttman, 2004 

Servant Leadership 

Builds strong team 

relationships and enhances 

inclusivity. 

It can slow decision-

making. 
Eva et al., 2019 

 

Transformational leadership encourages employees to view conflicts as opportunities for 

growth, fostering a win-win mindset in organizational disputes (Asante, 2020). Studies suggest 

that leaders who embrace transformational leadership reduce workplace tensions by fostering 

emotional intelligence and open communication. 

 

On the other hand, transactional leadership enforces compliance through structured policies, 

rewards, and disciplinary actions. While this approach ensures immediate resolution, it does 

not necessarily promote long-term collaboration or trust (Guttman, 2004). Research suggests 

that combining transactional leadership with transformational or ethical leadership results in a 

more holistic conflict resolution model, balancing efficiency with relationship-building 

(Kazimoto, 2013). 

 

Similarly, servant leadership fosters team cohesion and employee engagement, resulting in a 

30% increase in job satisfaction (Eva et al., 2019). Leaders who actively listen to employee 

concerns and focus on serving their teams rather than exercising authority create a cooperative 

work environment that reduces the likelihood of recurring conflicts. 

 

A Multidimensional Approach to Conflict Management: Leadership Models and Emotional 

Intelligence Systems 

Workplace conflict is multifaceted, requiring leaders to integrate multiple leadership 

paradigms and conflict resolution frameworks (Rahim, 2011). One widely recognized 

framework for conflict resolution is the Thomas-Kilmann Conflict Mode Instrument (TKI), 

which identifies five primary conflict-handling styles: competing, collaborating, 

compromising, avoiding, and accommodating (Kilmann & Thomas, 1977). Each mode varies 

in assertiveness and cooperativeness, making them suitable for different organizational 

contexts. Research shows that collaborative conflict resolution enhances team productivity by 

30% and reduces turnover by 22% (Babalola et al., 2016). 

 

  

https://doi.org/10.1037/t02326-000
https://doi.org/10.1177/0149206316638163


 

 

 
Volume 8 Issue 29 (March 2025) PP. 176-197 

  DOI: 10.35631/IJEMP.829013 

183 

 

Table 5: Thomas-Kilmann Conflict Mode Instrument (TKI) and Its Application 

Conflict Mode Key Features Best Used In Potential 

Drawbacks 

Key Source 

Competing High assertiveness, 

low cooperation 

Crisis 

management, 

decision-making 

Can damage 

relationships 

Kilmann & 

Thomas, 1977 

Collaborating High assertiveness, 

high cooperation 

Long-term 

relationship 

building 

Time-

consuming 

Rahim, 2002 

Compromising Moderate 

assertiveness, 

moderate 

cooperation 

Quick resolutions Neither party 

is fully 

satisfied 

Pearson, 2024 

Avoiding Low assertiveness, 

low cooperation 

Minor disputes, 

deferring 

conflicts 

Issues may 

escalate later 

Rahim, 2011 

Accommodating Low assertiveness, 

high cooperation 

Preserving 

relationships 

Can 

encourage 

exploitation 

Goleman, 1998 

 

The Role of Emotional Intelligence in Conflict Management 

Emotional Intelligence (EI) is the core in conflict resolution improvement in organizations. 

Self-awareness, empathy, and social competence, characteristic of high EI leaders, assist them 

in handling interpersonal conflicts constructively (Goleman, 1998). Empirical research 

indicates that conflict management training based on EI lowers workplace conflict by 35% 

(Rahim, 2011). 

 

Organizations that use Emotional Intelligence (EI) training as part of leadership development 

programs benefit from significant gains that support workplace harmony and conflict 

resolution. First, EI training improves communication skills, which enable leaders to de-

escalate tension before conflict occurs by promoting open communication and empathy. 

Effective communication reduces misunderstandings, which are mostly the cause of most 

conflicts in the workplace. Emotionally intelligent leaders also facilitate better team cohesion 

by promoting a culture of cooperation in which employees are valued and understood.  

 

This co-operative working environment minimizes conflict and encourages collaborative 

conflict resolution. Finally, EI enhances decision-making so that leaders are able to solve 

conflicts impartially and in an open manner by hearing diverse viewpoints and responding with 

fairness and empathy (Goleman, 1998). By including EI in leadership training, companies can 

enhance work relationships, facilitate healthy conflict resolution, and possess a more cohesive 

organizational culture. 

 

Conceptual Map 

In the form of a diagram, this study offers a conceptual framework linking the Leadership 

Paradigms to the processes of Organizational Conflict Management. It highlights two main 

branches. The first is the aspects of leadership covered by Authentic Leadership, including 

https://doi.org/10.1037/t02326-000
https://doi.org/10.1037/t02326-000
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“Ethical Leadership,” which is the extent of commitment to ethical values represented by 

leaders. The other branch is Resolution Efficacy, which presupposes the capacity of the leaders 

in the management of conflicts in an organization with ethical means.  

 

Conflict Management delves into the types of conflicts that arise within organizations. Process 

conflict arises when people have conflict over how work is to be done. This is the common 

type of conflict in organizations, which is defined as a conflict with bearings to travail-related 

activities known as task conflict. Interpersonal conflict is acknowledged as a category that owes 

its emphasis to clashes that may arise in the relationship between two individuals. 

 

The map highlights the linkages between ethical leadership and its manner of addressing unique 

types of conflict. Furthermore, it demonstrates how leadership approaches are influential in 

developing a reciprocal and efficient organizational atmosphere. 

 

 
Figure 2: Mapping the Synergy of Conflict-Solving Frameworks within the Leadership 

Paradigm Context 
Source: Scopus AI (2024) 

 

Linkages between Leadership Paradigms and Authentic Leadership 

Authentic leadership is an established and innovative concept of leadership that supports 

organizations where leaders and followers are honest to themselves and to others. It is similar 

to the transformational approach of leadership, as it encompasses positive relationships and 

ethical leadership. However, authentic leadership is unique to the extent that it focuses on self-

concept clarity, behavioral visibility, and ethical workplace behavior. Most agree on it as the 

fundamental basis of all the constructive varieties of leadership, be it transformational, 

charismatic, or servant leadership, to mention but a few (Banks, McCauley, Gardner, & Guler, 

2016; Yangs, 2024; Shaw, 2010). Previous literature has revealed that authentic leadership 

enhances organizational results, including employee satisfaction and productivity, healthy 
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work climate, and leader-member exchange (Khan, Ahmed, & Khan, 2021; Alilyyani, Wong, 

& Cummings, 2018; Zhang et al., 2021). 

 

Cultural and contextual perspectives are then connected to leadership paradigms and further 

examined in the relationship to authentic leadership. Culture is mobile in the perception of the 

authenticity of leaders, and cultural elements can enlarge, enable, and encode the perception of 

authenticity across cultural contexts (Yang, 2024). Such a characteristic becomes a great asset 

in the contemporary world, where leaders are supposed to deal with many different cultural 

norms. Furthermore, authentic leadership is considered a strategy for grappling with the VUCA 

world that fosters creativity and organizational development (Khan et al., 2021). Nonetheless, 

there is ongoing discussion of the conceptual definition and differentiation of authentic 

leadership from other leadership perspectives, including transformational leadership, which 

require further research analysis (Banks et al., 2016; Gardner et al., 2021). 

 

Table 6: Key Scholarly Articles on Authentic and Transformational Leadership 

Authors Title Year Journal Citations 

G. Banks, K. 

McCauley, W. 

Gardner, C. Guler 

A meta-analytic review of 

authentic and 

transformational leadership: 

A test for redundancy 

2016 Leadership 

Quarterly 

483 

Bruce J. Avolio, 

William L. 

Gardner 

Authentic leadership 

development: Getting to the 

root of positive forms of 

leadership 

2017 IEEE 

Engineering 

Management 

Review 

479 

Bayan Alilyyani, 

Carol A. Wong, G. 

Cummings 

Antecedents, mediators, and 

outcomes of authentic 

leadership in healthcare: A 

systematic review 

2018 International 

journal of 

nursing studies 

195 

Carol A. Wong, G. 

Cummings 

Authentic leadership: a new 

theory for nursing or back to 

basics? 

2009 Journal of health 

organization and 

management 

133 

W. Gardner, 

Elizabeth P. 

Karam, M. 

Alvesson, Katja 

Einola 

Authentic leadership theory: 

The case for and against 

2021 Leadership 

Quarterly 

93 

Susanne Braun, 

Karolina W. 

Nieberle 

Authentic leadership extends 

beyond work: A multilevel 

model of work-family 

conflict and enrichment 

2017 Leadership 

Quarterly 

78 

J. Shaw Papering the Cracks with 

Discourse: The Narrative 

Identity of the Authentic 

Leader 

2010 Leadership 48 

Haina Zhang, A. 

Everett, G. Elkin, 

M. Cone 

Authentic leadership theory 

development: theorizing on 

Chinese philosophy 

2012 Asia Pacific 

Business 

Review 

46 
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Yucheng Zhang, 

Yongxing Guo, 

Meng Zhang, Shan 

Xu, Xin Liu, 

Alexander 

Newman 

Antecedents and outcomes 

of authentic leadership 

across culture: A meta-

analytic review 

2021 Asia Pacific 

Journal of 

Management 

45 

Katja Einola, M. 

Alvesson 

The perils of authentic 

leadership theory 

2021 Leadership 33 

Bonnie J. Covelli, 

I. Mason 

Linking Theory to Practice: 

Authentic Leadership 

2017 Academy of 

Strategic 

Management 

Journal 

33 

Muhammad 

Mumtaz Khan, 

Syed Saad Ahmed, 

Essa Khan 

The Emerging Paradigm of 

Leadership for Future: The 

Use of Authentic Leadership 

to Lead Innovation in 

VUCA Environment 

2021 Frontiers in 

Psychology 

14 

L. Jody Spiritual Leadership as a 

Paradigm for Organization 

Transformation and 

Development 

2012  9 

A. Korukonda, J. 

G. Hunt 

Premises and Paradigms in 

Leadership Research 

1991 Journal of 

Organizational 

Change 

Management 

8 

Sebastien 

Vendette, C. 

Helmuth, Melissa 

Intindola, C. 

Spiller 

Reconstructing authenticity 

through a multi-

paradigmatic umbrella: A 

process perspective 

2022 Leadership 1 

Farradia, Y., 

Andleeb, N., & 

Sarwar, S.. 

A Conceptual Framework of 

Servant Leadership, 

Authentic Leadership and 

forgiveness on Employee 

Affective Commitment 

2022 Central 

European 

Management 

Journal 

1 

Yung-Kai Yang A conceptual model of 

authentic leadership in 

cross-cultural context 

2024 International 

Journal of 

Cross-Cultural 

Management 

0 

Shohida Esanova Theoretical foundations of 

authenticity in leadership 

2023 Yashil 

Iqtisodiyot Va 

Taraqqiyot 

0 

 

Currently, the literature on authentic leadership development has received attention from 

scholars and students in diverse disciplines and fields, as shown by the number of articles and 

citations. Another meta-analytic review that is worthy of attention is by G. Banks, Owens, and 

H. Sexton (2016), who published a meta-analytic review in Leadership Quarterly, with 483 

citations offering an ebony and ivory, stunning methodological treatment of authentic and 
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transformational leadership. Likewise, in IEEE Engineering Management Review with 479 

citations, Bruce J. Avolio and William L. Gardner discussed the basic form of authentic 

leadership development. In the healthcare system, Bayan Alilyyani et al. (2018) performed a 

systematic review of antecedents, moderators, and consequences of authentic leadership, which 

has been cited by 195 researchers in the International Journal of Nursing Studies. Before that, 

Carol A. Wong and G. Cummings (2009) addressed the theoretical relations to authentic 

leadership in nursing. The literature review article, which is published in the Journal of Health 

Organization and Management, is cited 133 times. 

 

Other theoretical contributions and critiques of the perspective include Gardner, Karam, 

Alvesson, & Einola, (2021) in the Leadership Quarterly analysis and the critique by Katja 

Einola and M. Alvesson (2021) in Leadership with 93 and 33 citations, respectively. Other 

human resources-related contributions include Susanne Braun and Karolina W. Nieberle  

 

(2017), ‘Work-family dynamics in leadership: A multilevel model,’ which was published in 

the Leadership Quarterly, and J. Shaw (2010), ‘Theoretical review on Identity and Leadership,’ 

which was published in Leadership. Further, cultural beliefs have also been included, like the 

theoretical advancement of Zhang, Everett, Elkin, & Cone, (2012) based on Chinese culture 

and Yucheng Zhang et al. (2021) on cross-cultural synthesis. Successful epistemologies, as 

explained by Khan, Ahmed, and Khan (2021) in Frontiers in Psychology, and rising theoretical 

frameworks, as described by Vendette, Helmuth, Intindola, & Spiller, (2022) in Leadership, 

prove the historical advancement of authentic leadership research. Other newer articles, such 

as one from Yung-Kai Yang (2024) and another from Shohida Esanova (2023), also carry the 

theory and application of authenticity in leadership forward but still have not received many 

citations. All in all, the present review of literature attests to the complexity and fluidity of the 

nature of authentic leadership as a fast-growing and significant area of study. 

 

Linkages between Leadership Paradigms and Conflict Management  

Conflict management is one of the discipline’s most important subthemes, as it deals with links 

between leadership paradigms. It was determined that leadership has a large impact on how 

conflicts are handled in organizations. It is established through the process of inspiring and 

motivating subordinates, which is linked to integrating and obliging conflict management 

styles. These styles involve submission and meeting a subject’s needs, which tally with the 

transformational leader’s interests in directing group harmony and shared vision (Saeed, 

Almas, Anis-Ul-Haq, & Niazi, 2014). On the other hand, transactional leadership, which 

emphasizes exchange rewards, was found to fit the compromising conflict management style, 

where the leader will compromise to solve a conflict (Saeed et al., 2014). This is especially the 

case with laissez-faire leaders who tend to be more passive and avoidant when it comes to 

resolving conflict; this often leads to avoidance, where the conflict is just left unresolved for 

some time (Saeed et al., 2014). Such linkage means that the kind of managerial leadership 

assumed can greatly determine the pattern of handling disagreements, which has consequences 

on organizational cohesion and productivity. 

 

Other studies confirm the idea that leadership and conflict management are developmentally 

related concepts. Conflict management was found to be significantly, though modestly, 

influenced by leadership, hinting that while leadership type is not the only factor that defines 

conflict, it is a major determinant of conflict management type (Erzen & Armağan, 2015). It is 

argued that there exists a positive relationship between leadership and conflict management 
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(Ruble & Thomas, 1993). Observing different models and theories like dimensions of conflict 

management by Ruble and Thomas and the Leadership grid by Blake and McCanse, there is 

much consistency in leadership as well as conflict management. Further, phronesis-centered 

leadership, which focuses more on the quality of being wise and possessing practical sense, is 

recommended to address the task of conflict management because it provides leaders with the 

ability to make quick yet ethical decisions when they need to (Ahmed & Khan, 2017). These 

findings stress the need to achieve consistency between leadership development and conflict 

management training as a way of improving organizational performance and work satisfaction. 

 

Table 7: Key Scholarly Works on Leadership and Conflict Management 

Authors Title Year Journal Citations 

Patricia Swann Conflict Management 2019 Cases in Public 

Relations 

Management 

250 

Tahir Saeed, S. 

Almas, M. 

Anis-ul-Haq, 

Gsk Niazi 

Leadership styles: 

relationship with conflict 

management styles 

2014 International 

Journal of 

Conflict 

Management 

106 

J. Darling, W. 

E. Walker 

Effective conflict 

management: use of the 

behavioral style model 

2001 Leadership & 

Organization 

Development 

Journal 

84 

Paluku 

Kazimoto 

Analysis of conflict 

management and leadership 

for organizational change 

2013 International 

Journal of 

Research in 

Social Sciences 

47 

Chad T. Lewis, 

S. Jobs 

Conflict Management: The 

Essence of Leadership 

1993 Journal of 

Leadership & 

Organizational 

Studies 

7 

E. Erzen, Yasir 

Armağan 

The Effect of Leadership on 

Conflict Management 

2015 Springer eBooks 5 

H. Alnajjar, E. 

A. Abou 

Hashish 

Exploring the relationship 

between leadership and 

conflict management styles 

among nursing students. 

2022 Nursing 

management 

5 

J. Glavaš, 

Veljko Kondić, 

I. Balic 

Leadership and conflict 

management in production 

organisations 

2019 Tehnički glasnik 4 

M. Gelfand, 

Lisa M. Leslie, 

Kristen L 

Keller 

Toward a Theory of Conflict 

Cultures in Organizations 

2007 ERPN: Agency 

Issues (Sub-

Topic) 

2 

Chad T. Lewis Conflict Management as the 

Essence of Leadership: An 

Update 

1997 Journal of 

Leadership & 

Organizational 

Studies 

1 
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Kongsoo Kim, 

James A. Tan 

Implication of Paradigm 

Conflicts on Theory 

Development in Strategic 

Management 

2019 Journal of 

Management 

Research 

1 

Ali  Ahmed, 

Talha Zubair 

Ahmad Khan 

Phronesis Embedded 

Leadership and its Role in 

Conflict Management 

2017 Organization 

Theory Review 

0 

P. Haddad Recognizing hidden conflicts 

and enhancing negotiation in 

a charismatic leadership 

management setting: 

example of a socio-economic 

organizational development 

project in the Middle East 

2017  0 

Asep 

Amaludin, 

Arfiani Rizky, 

Pubita Sasti 

Fintani 

Conflict Management from a 

Spiritual Leadership 

Perspective 

2023 Journal of Social 

Research 

0 

Almuhajir A. Conflict Management: 

Building the Dynamics of 

Leadership in Islamic 

Educational Institutions 

2022 Development: 

Studies in 

Educational 

Management 

and Leadership 

0 

Robert Feirsen, 

Seth Weitzman 

Conflict-competent 

leadership 

2023 Phi Delta 

Kappan 

0 

Xuetong Yan Upgrading the Paradigm of 

Leadership Analysis 

2024 The Chinese 

Journal of 

International 

Politics 

0 

Blanka Székely Changing Paradigms in 

Management 

2024 Multidiszcipliná

ris kihívások, 

sokszínű 

válaszok 

0 

Hryshchuk 

Anna and 

Mykola 

Khomych 

Changes in the leadership 

paradigm in xxi century 

organizations 

2021 Economic scope 0 

 

 

This area has garnered significant research interest regarding conflict management and its 

relationships with leadership. Among the works, Cases in Public Relations Management by 

Patricia Swann (2019) has the highest citation (250), although earlier works were cited, 

explaining the importance of conflict management in public relations. Saeed et al. (2014) in 

the International Journal of Conflict Management established a connection between leadership 

styles and conflict management, with the work being cited 106 times. J. Darling and W. E. 

Walker (2001) explored the behavioral style framework of conflict management in the 

Leadership & Organization Development Journal and received 84 citations. Paluku Kazimoto 
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(2013) submitted a detailed discussion of conflict management for organizational change in 

response to the discourse, and it garnered 47 citations. 

 

Previous work includes the original paper by Lewis and Jobs (1993) on conflict management 

as the heart of leadership, found in the Journal of Leadership & Organizational Studies with 

seven references, some of which are very recent. These include H. Alnajjar and E. A. Abou 

Hashish (2022) on nursing management, and E. Erzen and Yasir Armağan (2015) on 

leadership's role in conflict, and Glavaš, Kondić, & Balić (2019) on managing conflict in 

production teams. Gelfand, Leslie, & Keller (2007) developed a theory of organizational 

conflict cultures. New additions have included Amaludin, Rizky, and Fintani (2023) on 

spiritual leadership and Robert Feirsen and Seth Weitzman on conflict-competent leadership, 

highlighting the growing diversity of the field. Besides, Hryshchuk and Khomych (2021) write 

about leadership paradigms, while Székely (2024) writes about management paradigms, hence 

expanding research directions in conflict management and leadership. 

 

Methodology 

To comprehensively address the study's objectives—(i) examining the process by which ethical 

leadership impacted conflict resolution, (ii) exploring the integration of various leadership 

paradigms, and (iii) outlining a multidimensional model of conflict management—a conceptual 

research methodology was employed. This approach involved an extensive review and 

synthesis of existing literature to develop theoretical frameworks and models that elucidated 

the relationships among ethical leadership, diverse leadership paradigms, and conflict 

management strategies. 

 

Literature Review and Theoretical Exploration 

Ethical Leadership and Conflict Resolution: The study began by examining scholarly articles, 

books, and empirical studies that investigated the influence of ethical leadership on conflict 

resolution processes. This included exploring how ethical leaders, through behaviors such as 

fairness, integrity, and transparent communication, fostered environments conducive to 

effective conflict management. For instance, research indicated that ethical leadership was 

negatively associated with relationship and task conflicts, mediated by resolution efficacy. 

 

Integration of Leadership Paradigms: Next, the research delved into various leadership 

theories—such as transformational, transactional, and servant leadership—to understand their 

unique contributions and potential synergies. The goal was to conceptualize an integrative 

framework that combined elements from these paradigms to enhance conflict resolution 

capabilities. The "leadership circumplex" model, which integrated multiple leadership styles 

into a cohesive framework, served as a foundational reference. 

 

Multidimensional Conflict Management Model: Building upon the insights gained, the study 

proposed a multidimensional model of conflict management that incorporated ethical 

leadership principles and integrated leadership paradigms. This model aimed to provide a 

comprehensive approach to managing conflicts by addressing various dimensions such as 

individual behaviors, team dynamics, and organizational culture. 

 

Conceptual Framework Development 

The synthesis of the literature informed the development of a conceptual framework that 

illustrated the processes through which ethical leadership impacted conflict resolution. This 
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framework depicted the pathways linking ethical leadership behaviors to conflict outcomes, 

highlighting mediating factors like resolution efficacy and moderating variables such as 

organizational politics. 

 

Model Proposition and Theoretical Implications 

The final phase involved articulating the proposed multidimensional conflict management 

model, detailing how the integration of various leadership paradigms under the umbrella of 

ethical leadership could effectively address complex conflict scenarios. The theoretical 

implications of this model were discussed, providing a foundation for future empirical research 

to test and refine the proposed relationships. 

 

   
Figure 3: The Flowchart of the Conceptual Research Methodology for Conflict 

Management 
Source: Napkin AI (2025) 

 

Figure 3 shows the step-by-step process of developing a conflict management model based on 

ethical leadership. It starts with a literature review, where existing research on leadership and 

conflict resolution is analyzed. From there, the study focuses on two key areas: ethical 

leadership’s role in conflict resolution and how different leadership styles can be integrated. 

Next, these insights are combined to create a conceptual framework, which helps explain the 

connection between leadership and conflict resolution. Using this framework, a 
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multidimensional conflict management model is developed, providing a structured way to 

address workplace disputes. Finally, the study discusses its theoretical implications, 

highlighting its contribution to leadership and conflict management research. 

 

Conclusion 

This conceptual study provides substantial evidence that ethical leadership significantly 

enhances workplace conflict resolution by fostering trust, transparency, and integrity in 

organizational interactions. Ethical leadership, characterized by fairness, open communication, 

and empathy, creates a workplace environment conducive to constructive conflict resolution 

rather than escalating disputes. The findings emphasize three key mechanisms that drive the 

effectiveness of ethical leadership in conflict management. First, ethical leaders prioritize 

communication, ensuring that employees feel heard and actively involved in resolving 

conflicts, which reduces misunderstandings and strengthens workplace relationships (Gupta et 

al., 2011). Second, they uphold fairness, fostering trust and impartiality in decision-making, 

which enhances cooperative problem-solving (Cichobłaziński, 2021). Third, empathy and 

emotional intelligence (EI) in leadership help reduce stress and workplace hostility, leading to 

improved employee morale and a more cohesive work environment (Munduate et al., 2022). 

This study also confirms that an integrated leadership approach, incorporating 

transformational, transactional, and servant leadership models, further strengthens ethical 

leadership’s role in conflict resolution by providing complementary but distinct approaches 

suited to diverse organizational contexts (Raithel et al., 2021). 

 

The study was successful in achieving its three primary objectives. Firstly, it was successful in 

establishing that ethical leadership is responsible for resolving workplace conflicts through 

good communication, trust, and emotional intelligence, leading to reduced conflict and 

increased employee engagement. Secondly, it tested the effects of different leadership styles 

on conflict resolution and demonstrated how transformational, transactional, and servant 

leadership models specifically contribute to managing workplace conflicts. The study upholds 

the relevance of merging varying leadership approaches in a broader, adaptive model for 

conflict resolution. Third, the study developed a multidimensional leadership model and 

elucidated how moral leadership, along with other models of leadership, enhances the 

efficiency of conflict resolution strategies. This model serves as a structured system for 

organizations to improve their conflict management processes by encouraging cooperation, 

transparency, and trust, thereby making workplace harmony stronger. 

 

From a practical standpoint, the implications of the study suggest that organizations should 

invest in leadership development initiatives that focus on building ethical awareness, 

communication ability, and empathy among leaders. Leadership development programs need 

to focus on building conflict resolution competencies, including trust establishment, staying 

impartial, and improving communication channels, which are essential for managing disputes 

effectively. In addition, organizations should integrate ethical leadership with transformational 

and servant leadership with a view to addressing short-term disagreements, together with long-

term relational problems. By building a positive organizational culture that is founded on 

fairness, inclusiveness, and ethical decision-making, companies can minimize conflicts, 

increase team cohesion, employee satisfaction, and overall productivity. 
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Although such contributions are available, the study has several limitations. The primary focus 

on ethical leadership and its impact on conflict resolution does not fully investigate other 

structural factors in organizations that may have an impact on conflict patterns. The study also 

does not critically explore cultural differences in leadership and conflict resolution, which may 

affect the generalizability of the study across organizational and cultural settings. In addition, 

though the suggested multidimensional leadership model is theoretically viable, more 

empirical studies are needed to determine its practicality of application in diverse work settings. 

 

To overcome these shortcomings, future studies should examine other paradigms of leadership, 

including laissez-faire or phronesis-based leadership, to evaluate their impact on conflict 

resolution styles. Moreover, follow-up research must explore the contextual and cultural factors 

involved in shaping ethical leadership behaviors and their impact on determining conflict 

resolution approaches. Finally, future research must test the multidimensional framework of 

leadership empirically across diverse organizational contexts to determine if it can continue to 

effectively manage conflict over the long term. Through developing these lines of research, 

researchers and practitioners can construct more sophisticated leadership-based conflict 

resolution models, which result in more effective, ethical, and culturally sensitive workplace 

environments that support sustainable conflict management and organizational success. 
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