
 
Vol 4.No. 2 2025 | Page 14-25 

 

Harnessing the Storm: Leveraging Conflict Management as a 
Driver for Organizational Innovation 

Uryatul Hikmah*, Ittaqillah Haisuma Kunta, Hefniy  

Universitas Nurul Jadid, Indonesia 

Email : uryatulhikmah@gmail.com 

 
Abstract Article History 

Study This aiming at For analyze How management conflict can utilized 
as driver innovation organization, as well as identify strategy effective in 
manage conflict to produce mark add. Method research used is approach 
qualitative with studies literature and analysis cases in some successful 
organization manage conflict in a way constructive. Data collected 
through study journal scientific, report organizations and resources 
relevant others, then analyzed in a way thematic. Research results show 
that managed conflict in a way open, collaborative, and based 
communication effective capable increase creativity, enrichment 
perspective, as well as push birth solution innovative. On the other hand, 
the conflict is ignored or managed in a way repressive precisely hinder 
performance and innovation. Factors key success covering leadership 
transformational, culture inclusive organizations, as well as system 
transparent communication. Implications study This confirm that 
organization need change paradigm to conflict, from something that 
must be done avoided become opportunity strategic For innovation. 
Therefore that, development competence management conflict for 
leaders and members organization become very important use create 
environment adaptive and innovative work. 
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INTRODUCTION 
Conflict is phenomena that are not inseparable from dynamics modern 

organizations (Valitova & Besson, 2021) . In the midst of complexity environment 
increasing work diverse Good from side background behind individuals, interests, 
and demands performance conflict often viewed as threat to stability organizations. 
Many organizations Still manage conflict with approach repressive or avoid it The 
same once, so that potential positive contained in it No unearthed. In fact, in the era of 
global competition that demands innovation sustainable, organization sued For 
capable change challenge become opportunity (Hamouche, 2023). Conflict, if managed 
in a way constructive, can become source of new ideas, enriching perspective, and 
trigger creativity team (Setiono et al., 2025). Therefore that 's important For study How 
conflict No only minimized impact negative, but also utilized as catalyst innovation 
sustainable organization (M et al., 2023). 

A number of study previously has study conflict organization from various 
perspective, such as the impact to performance team, satisfaction work, and 
interpersonal (Zulkarnaini et al., 2025). These studies the show that conflict can nature 
dysfunctional and functional, depending on the method management. Research about 
management conflict has also been highlight importance communication effective, 
leadership, and culture organization in determine results conflict (Adham, 2023). 
However, some big study Still focus on efforts reduce conflict or minimize impact 
negative. Research that is explicit linking management conflict with innovation 
organization Still relatively limited, especially in context How conflict can utilized in 
a way strategic as source learning and creativity (Fitriani, 2025; Hikmah, 2026; Holidi, 
2026). Gap this is what it is base important for study This For develop perspective new 
in see conflict as asset organization (Purnamasari et al., 2025). 

Study This aim For explore role management conflict as driver innovation 
organization (Yaseen et al., 2021). By special, research This study How strategy 
management constructive conflict can facilitate the emergence of innovative ideas and 
improving performance organization (Albustomi, 2025; Holidi, 2025; Shoha, 2026). 
Questions main proposed in study This is : how conflict can managed so that 
contribute to innovation organization? Besides that, research this also attempts 
identify factors key influencing factors success transformation conflict become 
opportunity innovation, such as style leadership, patterns communication and culture 
organization. With Thus, research This No only focus on understanding conflict as 
phenomenon social, but also as mechanism strategic in create superiority competitive 
organization (Zulkarnaini et al., 2025). 

In a way conceptual, research This argue that managed conflict in a way open, 
inclusive, and collaborative own potential big For push innovation organization. 
Conflict allows occurrence exchange of diverse ideas, which ultimately can produce 
more solutions creative and adaptive. With support transformational leadership and 
culture an organization that values differences, conflicts can become productive 
dialogue space, not source division. Therefore that, research This submit hypothesis 
that the more effective organization in manage conflict in a way constructive, 
increasingly high level innovations produced. Implications from argument This is the 
need change paradigm in look at conflict, from something that must be done avoided 
become source Power strategic that can optimized For reach success organization 
(Deslianti & Dwita, 2019). 
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RESEARCH METHOD 
This Study use approach qualitative with design studies combined literature 

(library research) with strengthening empirical data field in a way limited. Approach 
qualitative chosen Because capable give understanding deep related phenomenon 
management conflict and its relationship with innovation organization. Study 
literature done through review various journal scientific relevant international and 
national issues, in particular five year publication lastly, use build framework 
comprehensive conceptual. In addition that, approach This allows researchers study 
phenomenon in a way contextual and interpretive. 

Study implemented in several institution education in the sub  district Leces, 
Regency Probolinggo. Election location This based on several considerations, namely: 
diversity characteristics institution education ( public and private schools ) that allows 
emergence dynamics conflict diverse organizations; the existence of interaction 
intensive between power potential educators and education cause conflict at a time 
opportunity innovation; and convenience access researchers to location so that allows 
more optimal and in-depth data collection. Source information in study This consists 
of from three types, namely: respondents, namely teachers and staff education that is 
experiencing direct dynamics conflict in organization; informant key, such as head 
school or leadership institutions that have role strategic in management conflict; and 
text, in the form of documents and studies journal relevant scientific with topic 
research. Combination source This used For obtain comprehensive and mutually 
beneficial data complete between theory and practice. 

Data collected through two technique main, namely observation and 
interviews. Observation done For observe in a way direct interaction, pattern 
communication, as well as dynamics the conflict that occurred in environment 
organization education. Interview done semi structured to respondents and 
informants For dig experience, perception, and strategies used in manage conflict. 
Besides In addition, data collection is also supported by studies documentation from 
source relevant literature. 

Data analysis was performed through a number of stages, namely: data 
reduction and display, with method compile, group, and present data in form 
narrative descriptive for ease understood; data verification, namely the process of 
withdrawing conclusion in a way gradually with do checking repeat on the data 
obtained For ensure validity. Method analysis used is analysis content analysis, 
namely with identify themes, patterns, and meanings that emerge from the results data 
interviews, observations, and study literature. Approach This allows researchers For 
interpret connection between management conflict and innovation organization in a 
way systematic and in-depth. 

 

RESULT AND DISCUSSION 

Result 
Dynamics Conflict in Organization 

Based on results documentation obtained from a number of institution education 
in the sub-district Leces, Regency Probolinggo, found that dynamics conflict in 
organization education appear as consequence from interaction intensive between 
individuals who have background background, interests, as well style different work. 
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Documentation data in the form of minutes meeting, report internal evaluation, 
supervision agenda, and notes coordination show that most frequent conflicts occurs 
in aspects distribution assignments, communication inter-unit work, differences 
perception to policy school, and adjustment to change system administration and 
learning. Conflict the tend increased in the period evaluation academics, preparation 
of work programs annual, and implementation policy new. In part big documents, 
conflict No always cause impact negative, but rather often become trigger discussion 
critical and evaluation together. This is show that conflict in organization education is 
natural and inherent phenomena in the managerial process, which if managed in a 
way appropriate can become room reflection and reinforcement system organization.  
Documentation results furthermore visualized in table following For show form 
dominant conflicts in institutions education study. 

 
Table 1. Types Conflict Dominant in Educational Institutions 

Type Conflict Frequency 

Findings 

Source Conflict Impact Dominant 

Conflict task Tall Distribution burden Work Revision system 

Work 

Conflict 

communication 

Currently Misunderstanding 

information 

Clarification 

procedure 

Conflict policy Tall Interpretation rule different Evaluation policy 

Interpersonal conflict Low Difference character Informal mediation 

 
Data in the table 1 show that conflict tasks and conflicts policy is form the most 

dominant conflict found. Conflict This generally appear Because Not yet existence 
understanding to distribution not quite enough responsibility and implementation 
internal regulations. Meanwhile that, conflict communication happen consequence 
delay delivery information. Interpersonal conflict has intensity more low, but still need 
attention Because potential develop become more conflict wide If No quick completed. 

Researchers interpret that domination conflict tasks and policies show existence 
dynamics active organization in respond changes. Findings This indicates that conflict 
in institution education No solely reflection weakness management, but also can 
become indicator the existence of an adaptation process to challenge new. Based on 
analyzed documentation, capable institutions manage conflict through discussion 
forums open tend produce more decisions innovative compared to institution that 
completes conflict in a way closed. Restatement of findings This confirm that conflict 
is an integral part of the organizational process. Its existence No can avoided , but 
rather must understood as energy social that can directed in a way productive. With 
Thus, the conflict No always identical with dysfunction organization, but rather can 
become instrument learning institutional if managed in a way systematic through 
communication, collaboration, and adaptive leadership. 

Emerging data patterns show that conflict in organization education own trend 
cyclical, namely increased in phase planning, implementation policies and evaluation 
performance. Documentation show that when organization enter stage change or 
innovation system, intensity conflict increase Because existence difference 
interpretation and resistance to change. However, the conflict the tend decrease after 
done clarification, adjustment mechanism work, or mediation by the leadership. This 
pattern show connection close between conflict and transformation process 
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organization. The more dynamic the changes that occur, the more big potential 
conflicts that arise. However, institutions that have culture communication open show 
ability more Good in change conflict become discussion constructive. Description This 
confirm that conflict No phenomenon random, but rather follow pattern certain things 
that can predicted and managed. Therefore that, understanding to pattern conflict 
become base important for organization in designing strategy management 
supporting conflict innovation. 

 
Strategy Management Constructive Conflict 

Based on results documentation in several institution education Subdistrict Leces, 
Regency Probolinggo, found that strategy management constructive conflict has 
implemented through various formal and informal mechanisms. Documents in the 
form of minutes meeting, report supervision, as well as internal guidelines indicate 
that settlement conflict more Lots done through approach collaborative, open 
dialogue, and mediation by leadership. Strategy This seen in practice teacher 
deliberation, evaluation forum routine, and meeting coordination across units. In 
addition that, there is effort systematic For build communication two direction use 
reduce misunderstanding. The documentation also shows that head school play a role 
active as a mediator who does not only finish conflict, but also direct discussion going 
to solution together. Approach This show that conflict No completed in a way 
unilaterally, but rather through a participatory process involving parties associated 
with Thus, the strategy constructive become runway important in guard stability at a 
time increase quality connection Work in organization education. 

Following visualization strategy management conflict constructive found in 
documentation 

Figure 1. Strategy Management Conflict Constructive 
 

Visualization This show that strategy conflict No stand alone, but rather each other 
integrated in One system management sustainable organization. 

Researchers interpret that implementation strategy constructive in management 
conflict reflect level maturity organization in manage differences. Documentation data 
show that an institution that prioritizes open dialogue and collaboration tend capable 
dampen escalation conflict as well as produce more solutions innovative. Role 
leadership as a mediator also becomes factor key in guard balance interest between 
individuals and group. Restatement of findings This confirm that strategy 
management effective conflict No only focused on solving problems, but also on the 

C
O

N
T

R
A

C
TI

V
E 

C
O

N
FL

IC
T 

M
A

N
A

G
EM

EN
T 

ST
R

A
TE

G
Y

Open Dialogue

Leadership 
Mediation

Team Collaboration

Communication 
Clarification

Continuous 
Evaluation

https://ejournal.unuja.ac.id/index.php/IJIT


International Journal of Instructional Technology 

Available online at https://ejournal.unuja.ac.id/index.php/IJIT 

| 18  

building process understanding together. In other words, conflict treated as means 
communication For clarify goals and strengthen coordination organization. This is 
show that success strategy conflict very determined by openness, trust, and 
participation active all over member organization in look for constructive and 
sustainable solutions. 

Data patterns found show that strategy management conflict constructive ongoing 
in a way gradual and repetitive. At this stage beginning, conflict identified through 
informal communication or internal report. Furthermore, the conflict brought to the 
official forum like meeting or discussion group For discussed in a way open. Stage 
next involving mediation by the functioning leadership as mediator at a time facilitator 
solution. After the agreement achieved, done implementation the usual solution 
followed with evaluation For ensure its effectiveness. This pattern show that 
management conflict No nature instant, but rather is a continuous cyclical process 
developing. Besides that, there is trend that the more complex the conflict that 
occurred, the more intense involvement leadership and collective forum. Description 
This confirm that strategy constructive in management conflict own pattern systematic 
that can replicated For support stability and innovation organization in a way 
sustainable. 

 
Role Leadership and Culture Organization in Management Conflict 

Based on findings fields in several institution education in the sub-district Leces, 
Regency Probolinggo, role leadership in management conflict in a way operational 
interpreted as ability head school or leadership in directing, mediating, and facilitating 
settlement conflict in a way fair and constructive. While that, culture organization 
interpreted as values, norms and habits that develop in environment schools that 
influence method individual respond conflict. In in practice, leadership No only 
functioning as taker decision, but also as facilitator communication and guard 
connection work. Culture an open, participatory, and respectful organization 
difference proven become factor supporters main in management conflict. With thus, 
both aspect This each other interact in form mechanism settlement unresolved conflict 
only effective, but also sustainable and improvement  oriented organization. 

Interview results with informant first ( head) school ) stated that " conflict No Can 
avoided, but must directed through communication open to be solution together.” 
Informant second (senior teacher) revealed that "culture each other respect at school 
help dampen conflict before become big.” From both statement said, researchers 
interpret that adaptive leadership and culture inclusive organization own role 
significant in prevent escalation conflict. Head school as leader functioning as director 
of the dialogue process, while culture organization become runway behavior collective 
in respond conflict. This is show that success management conflict No only depends 
on the individual leaders, but also on the values they embrace together in organization. 
Observation results show that in situation conflict, leadership institution tend initiate 
a discussion forum open involving parties related. In a number of case, head school 
act as a mediator who provides chance to every party For convey his opinion before 
take decision. Besides that, it looks existence culture relative communication open, 
where teachers and staff No disinclined convey difference opinion in the official 
forum. Researchers interpret that practice This reflect leadership participatory 
supported by culture conducive organization. Conditions the allows conflict 
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completed in a way transparent and reduce potential misunderstanding. With Thus, 
observation strengthen findings that leadership and culture organization play a role 
important in create mechanism resolution constructive conflict. 

Based on all data, can stated return that management effective conflict in 
organization education very influenced by the role leadership and culture 
organization. Leadership functioning as director and facilitator in the process of 
completion conflict, whereas culture organization become framework determining 
value How member organization interact and respond difference. Second factor This 
each other complete in create supportive environment settlement conflict in a way 
constructive. In other words, conflict can managed with Good when there is balance 
between role adaptive and cultural leaders open organization. 

Emerging data patterns show existence consistent relationship between style 
leadership participatory and cultural inclusive organization with effectiveness 
management conflict. In institutions that have leadership open, conflict tend 
completed through dialogue and deliberation. On the other hand, in conditions where 
communication not enough open, conflict potential develop become more complex. 
Besides that, culture organizations that emphasize mark each other respect and work 
The same proven capable pressing intensity interpersonal conflict. This pattern show 
that the more strong synergy between leadership and culture organization, 
increasingly high ability organization in manage conflict in a way constructive. With 
thus, both aspect the form interconnected patterns strengthen in create stability and 
harmony organization. 

 
Management Conflict as Driver Innovation Organization 

Based on findings fields in several institution education in the sub-district Leces, 
Regency Probolinggo, management conflict as driver innovation organization in a way 
operational interpreted as a management process difference opinions, interests and 
ideas in a way constructive so that generate ideas, policies, or practice newer effective. 
In in practice, conflict No viewed as obstacles, but rather as open dialogue space 
opportunity emergence alternative solution. Head schools and teachers utilize meeting 
forums, discussions groups, as well as program evaluation as means For distribute 
difference view. The resulting innovation covers repair method learning, 
simplification system administration, as well as school program development based 
needs. With Thus, the conflict operationalized as part from mechanism organization 
For push updates and improvements quality performance in a way sustainable. 

Interview results with informant first ( head) school ) stated that "the difference 
opinion in meeting precisely often give birth to new ideas that were previously No 
thought of.” Informant second (teacher) revealed that" when There is conflict about 
method teaching, we actually try approach new finally more effective.” Researchers 
interpret that conflict functioning as a cognitive stimulus that encourages individual 
For think more critical and creative. Difference view No considered as threat, but 
rather as source inspiration in produce innovation. Findings This show that capable 
organization manage conflict in a way open tend own level more adaptation tall to 
changes, because every difference utilized as opportunity For do fixes and updates. 

Observation results show that in several meeting and discussion forums, 
differences opinion often triggers brainstorming that results in various alternative 
solution. For example, in discussion of learning programs, debate between teachers 
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regarding the most effective method precisely culminating in a merger a number of 
approach become a better learning model innovative. Besides that, it looks that 
leadership give room for every member For convey ideas without pressure, so that 
atmosphere discussion still conducive. Researchers interpret that condition This reflect 
existence climate supporting organizations innovation through management healthy 
conflict. Conflict No pressed, but rather facilitated For produce idea new relevant with 
need organization. 

Based on all data, can confirmed return that management conflict own role 
strategic as driver innovation organization. Managed conflict in a way constructive 
capable create room productive, enriching discussions perspective, and produce more 
solutions creative. In other words, conflict No just the difference that must be resolved, 
but is an important process in produce update organization. Success This very 
influenced by openness communication, participation members, and support 
leadership that encourages exploration of ideas. 

Figure 2. Management Conflict as Driver Innovation Organization 
 

The pattern above show that innovation organization tend appear after 
occurrence managed conflict through a process of dialogue and collaboration. Conflict 
usually started by differences perception or interests, then develop become discussion 
opens, and ends in birth solution new agreed together. This pattern nature cyclical, 
where each conflicts that arise potential produce innovation If managed with good. 
Besides that, there is trend that the more tall intensity discussion and engagement 
member in conflict, increasingly big opportunity the emergence of innovative ideas. 
With Thus, conflict and innovation own close and mutual relationship strengthen in 
dynamics organization. 

 

Discussion 
Research result show that conflict in organization education No always nature 

dysfunctional, but rather can become source learning and innovation If managed in a 

way constructive. Findings This in line with literature stating that conflict task conflict 

can increase quality taking decisions and creativity team when supported by 

communication open and trusting (Weingart et al., 2023). In context study this, the 

conflict that arose in the division assignments and interpretations policy precisely 

push discussion critical and evaluation system work. This is strengthen argument that 

conflict own function double, namely as potential problem at a time opportunities. 

Implications from findings This is the need change paradigm in organization 
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education, from avoid conflict become manage it in a way productive as source 

innovation (Putri et al., 2024). 

Next, the strategy management constructive conflict, such as open dialogue, 

collaboration, and mediation leadership, proven effective in direct conflict going to 

positive results (Nemeth et al., 2004). Findings This consistent with study previously 

emphasized importance approach collaborative in resolution conflict For increase 

performance team (Hefniy & Fairus, 2019). However, research This add that strategy 

the No only impact on stability connection work, but also on emergence innovation 

organization. The results of findings This is that organizations that adopt strategy 

conflict constructive tend more adaptive and innovative. Why? located in the structure 

open and participatory communication, which allows exchange of ideas free and 

enriching perspective in taking decision. 

Role leadership and culture organizations also become factor key in determine 

direction conflict (Mundiri, 2016)Research results show that leadership participatory 

and cultural inclusive organization capable create conducive environment for 

management conflict. Findings This in line with studies that confirm that leadership 

transformational play a role important in change conflict become opportunity 

innovation (Zebua et al., 2025). However, research This highlight that culture 

organization own the same role importance as a “container” of values that direct 

behavior members. Implications from findings This is that success management 

conflict No only depends on the individual leader, but also on the system values held 

organization. In general structural, synergy between leadership and culture 

organization create supporting mechanisms settlement conflict in a way constructive 

(Haya, 2024). 

More further findings about connection between management conflict and 

innovation organization show existence significant correlation. Managed conflict 

through discussion open and collaborative proven generate new ideas, both in aspect 

learning and administration (Rozek, 2025). This is in line with research that states that 

conflict can become a cognitive stimulus that encourages creativity (Miron-Spektor et 

al., 2011). However, research This give contribution addition with show that 

innovation No only appear from conflict That alone, but from the management 

process. So-what from findings This is that conflict can become tool strategic For 

increase Power competition organization. Why lies in the interaction process social 

facilitating exchange of ideas and formation solution together. 

In a way overall, discussion This confirm that conflict and innovation own 

mutual relationship strengthen in dynamics organization. Conflicts that are not 

managed with Good of course potential cause dysfunction, such as decline 

performance and relationships bad work (Mantra, 2024). However, when managed in 

a way constructive, conflict precisely functioning as catalyst innovation (De Dreu & 

Nijstad, 2008). Implications practical from findings This is the need development 

capacity organization in management conflict, including training communication, 

strengthening culture organization, and improvement competence leadership. With 

Thus, the organization education can utilise conflict as source Power strategic For 

reach innovation and excellence sustainable competitiveness. 

 
 

https://ejournal.unuja.ac.id/index.php/IJIT


International Journal of Instructional Technology 

Available online at https://ejournal.unuja.ac.id/index.php/IJIT 

| 22  

CONCLUSION 
Study This confirm that conflict No solely phenomenon negative that must be 

avoided, but rather potential strategic that can utilized For push innovation 
organization. The main lesson learned is that managed conflict in a way constructive 
through open dialogue, collaboration, and adaptive leadership capable become room 
productive For exchange of ideas, learning collective, and creation solution innovative. 
With Thus, the organization education need change method view to conflict, from 
approach repressive become approach transformational. Directed conflict with Good 
precisely strengthen quality decision, improve creativity, as well as push adaptation 
organization to change. 

Strength main study This lies in its contribution in update perspective about 
conflict organizations, especially in context education. Research This No only look at 
conflict as variables that must be minimized, but as variables strategic that can 
optimized For produce innovation. Besides that, research This integrate three aspect 
important, namely management conflict, leadership, and culture organization, in One 
framework comprehensive analysis. From the side method, use approach qualitative 
based studies reinforced literature with field data give deep and contextual 
understanding. With Thus, research This give contribution theoretical at a time 
practical in development management organization based innovation. 

Study This own a number of limitations, including limitations in context 
institution education in the sub-district Leces, Regency Probolinggo, so that 
generalization findings Still nature limited. Besides that, variation respondents Not yet 
fully reflect diversity aspects of gender, age, and background behind experience work. 
From the side method, approach qualitative Not yet give description more quantitative 
wide related connection between conflict and innovation. Therefore that, research 
advanced required with wider coverage area extensive, involving variation more 
respondents diverse, as well as use method mixed methods or survey quantitative. 
This is important For produce more findings comprehensive and can made into base 
in formulation policy more organizations appropriate target. 
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