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Preface

This book discusses conflict management, ethical considerations, and other relevant
factors. It advances the knowledge of conflict management in the professional, work,
and academic spheres.

The book includes seven chapters that are useful from a theoretical point of view and
serve as reflective models that contribute to the improvement of conflict management,
which is a daily requirement at many centers and institutions.
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Chapter 2: “Ethical Considerations in Organizational Conflict”
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Technostress in Hybrid Work Settings”

Francisco Manuel Morales-Rodriguez
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Chapter1

Conceptualizing Psychology as the
Science of Conflict Resolution

Albert Levis

Abstract

This essay introduces psychological concepts based on the scientific analysis
of the creative process as a conflict resolution entity. This conceptualization was
founded on Formal Theory’s examining emotions as energetic entities and the
unconscious, as manifested in creativity, as an energy and attitude transformation
homeostatic mechanism. The theory evolved based on two observations: periodicity
of a pattern and formal analysis of alternative cultural patterns. The unconscious
therefore became a natural science, moral order measurable, qualifiable, graphi-
cally portrayable unit entity integrating art and science, psychology and moral-
ity. The benefit of this conceptualization is in its capacity to analyze the creative
process utilizing a self-assessment, the Conflict Analysis Battery and playing Moral
Monopoly, studying cultural stories reconciling religions. The scientific analysis
of the conflict resolving unconscious transformed psychology into the Science of
Conflict Resolution, the Moral Science. Accordingly organizational happiness exam-
ines social systems: the family, religions and ideologies as normative systems that
are diagnosable, measurable, graphically portrayable, conflict resolving systems.
Mindfulness, and Coping Strategies are examined in the context of a concise pro-
gram of emotional education integrating art and science, using the self-assessment
for self-discovery, and studying cultural stories examining the evolution of religions
into the Moral Science.

Keywords: unconscious, psychology, conflict resolution, relational method,
methodology, the creative process, personality typology, assessment, religions,
scientific phenomena in behavior, energy, catharsis, moral values, emotional education,
psychosynthesis, Moral Science, Science of Conflict Resolution

1. Introduction

The unconscious has been abandoned by contemporary psychology. Psychology
has become an agnostic medical specialty, not interested in conflict, insight, and
sociological changes. Psychology, as neuroscience, has been looking for answers
studying the brain and utilizing medical interventions. This psychology focuses on
illness rather than on wellness, diagnostic categories identify clusters of symptoms
as stigmatizing illness diagnoses, assessments identify traits, not helping people
to understand their personalities, and therapies address symptoms, not resolution
of conflicts. Contemporary psychology is deprived of both basic science and the
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understanding of morality. Psychology’s failure is manifested in the inability to
educate students in achieving the three objectives of education: integration of art and
science, self-knowledge and clarity of moral values [1].

Psychology’s challenge in our times is in the scientific conceptualization of the
unconscious. This is the conceptual focus of the Formal Theory of Behavior [2]. It
advances a radically different position, presenting psychology as the exact Science of
Conflict Resolution, the Moral Science.

The science begins by analyzing emotions as energetic and the unconscious as a
conflict resolution energetic transformation mechanism.

The Formal Theory identified the unconscious as a natural science and moral
order entity, conducting an energetic transformation consisting of a syndrome of
emotions, a six-role state dialectic, leading to four types of conflict resolution social/
moral adjustments, attitude changes. These are recognized as four relational modali-
ties, a wellness personality typology. The wellness diagnoses account for pathology
by distinguishing intensity of emotions. The unconscious as a natural science entity
is measurable. A psychological self-assessment generates insights and guidance for
changes. By understanding morality as conflict resolution, the Formal Theory recog-
nizes religions as formally interrelated complementary discoveries of science that can
be integrated into the new Moral Science.

The Moral Science Primer [1], presents multiple validations of Formal Theory’s
premise on the creative process as a conflict resolution energetic entity reflecting
the unconscious. It is shown to integrate art and science, psychology and morality,
religions among themselves, biology, sociology, and anthropology. This evidence
validates the Formal Theory into the Moral Science.

Formal Theory’s object of study has been the creative process; its method of
study has been relational logic [3], as opposed to the currently used axiomatic or
propositional method departing from arbitrary hypotheses to develop comprehensive
models. Axiomatic statements vary as theories or stories, the relational method’s
alternative focus is on the universal structure, the plot of stories, identified as an
energetic transformation, experienced emotionally and socially as conflict resolution.
This emotional process accounts for the psychic origin of moral reasoning and also for
pathologies.

The energetic and formal analysis of the creative process identified the uncon-
scious as consisting of two entities: an emotional dialectic of six-role states, a syn-
drome, and an equilibrial transformation system of four types of conflict resolutions,
the relational modalities. This premise is validated by identifying the six-role process
syndromal structure of stories and the relational modality resolutions of the heroes of
stories.

The Moral Science Primer [1] presents four types of validations of the theory:

1. Examining the art exhibits of the Museum of the Creative Process identifying
the syndromal dialectic and the relational modalities in the analysis of multiple
art exhibits [4];

2.Reviewing case studies using creativity for self-discovery again identifying
the dialectic and the relational modalities structure of personal samples of
creativity [5];

3.Reconciling religions as sanctifications of the four alternative types of conflict
resolution, which thus may be integrated into the Moral Science.
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4. A new validation has also been contributed by artificial intelligence, chat bots,
through the analysis of any natural language text as consisting of the six-role
syndromal process and the characters of texts diagnosed correctly as relational
modalities [6].

The orderly formal analysis of conflict resolutions replaces the need for biological
or neuroscientific attribution of psychopathology and the metaphysical attribution
of morality. The shift of focus comprehending the structure of emotions as scientific
energetic conflict resolution transformations following two phenomena of science
leads to identifying meaning in software versus attributions to neuroscience, that
is hardware, and theistic attributions to account for morality. The impact of this
transformative research on psychology is like transforming astrology to astronomy,
alchemy to chemistry and philosophy to clear principles of logic and physics. The
Moral Science comprehends personal and sociological conflict choices founded on
normative determinations thus placing ethics on the principles of the conflict resolu-
tion respecting laws of science.

2. Conflict Analysis, the Formal Theory of Behavior

The formal theoretical position studying emotions as energy and the creative
process as a conflict resolution phenomenon evolved based on two observations: the
first was of the recurrence of a pattern in the Greek creation stories. I puzzled over the
cross-generational transmission of the pattern identifying the process as a syndrome
consisting of six interrelated emotions (Figure 1) [7].

Stress, Role Oppression, was induced by a father, considering a son as a potential
murderer, leading the father to oppress his son. The Role Oppression elicited in the
son a Role Assumption, killing the father. The killing led to anxiety in the mind of the
transgressor as Anticipations of a Role Reversal, being killed by one’s children. This
anxiety led to averting one’s demise by a Counterphobic Role Assumption: killing one’s
children. This action provoked mothers to empower children to kill fathers, causing
the hero’s Role Reversal. Fathers were killed by their sons. One’s demise, at the end of
the cycle, elicited a Compromise Role Assumption: fathers cursing their children to be
killed in their turn.

The cross-generational transmission of the six-role pattern accounted for the
periodicity of the pattern. Upon the fourth repetition, Zeus swallowed Metis, his
wife, averting being killed by her child; the child was Athena, who eventually was
appointed as the goddess of Athens by her son, Erichthonius. The pattern was modi-
fied, leading to a conflict resolution, the creation of a religion, that of the Greek gods
thriving on Olympus [4]. The conclusion from this observation was that religions are
psychological sociological conflict resolution phenomena (Figure 2).

The second observation that inspired the Formal Theory was the relation-
ship between four different cultural stories in dealing with power, or temptation;
Figure 1 identifies four interrelated types of dealing with the apple metaphor as
alternative types of conflict resolution. The Greek apple inscribed ‘to the fairest’
generated competitiveness; it led to the Trojan War. The Judaic apple was forbidden;
it led to cooperation. The Hindu apple was the sacred cow, which led men to austere
asceticism, while the Aztec apple was a person’s bleeding heart extracted from a vic-
tim, offered to the gods, thus eliciting maximal antagonism between parties. All these
metaphors corresponded to alternative relational modalities, religions were normative
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Figure 1.
The two observations that inspired the Formal Theory: periodicity and formality of alternative approaches to the
apple metaphor as murals #1 and #6 the Sanctuary of Wisdom, at the Museum of the Creative Process.

Conflict Resolution

Passivity Activity,

Antagonism Cooperation

Alienation Mutual respect
Figure 2.

The six roles of the conflict resolution process as detected with the analysis of the Greek cosmogony pattern,
illustrated above in mural #1 of the Sanctuary of Wisdom, at the Museum of the Creative Process.

institutions in formal relationship to each other. They embraced formally related
types of resolving conflict. The apple metaphors were in formal relationship with
each other. I recognized in the alternative choices three formal operations: reciproc-
ity, negation and correlation, the formula of the formal operations restoring balance
to the trays of a scale: I = RNC. (Identity is equal to the product of three operations:
reciprocity, negation and correlation [7].
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The first observation about periodicity was attributed to the transformation of
emotions as energetic forms of the oscillating pendulum. The second observation
pointing to formal alternatives between cultures represented the operations restoring
the balance to the trays of a scale (Figure 3). The psychic scale’s equilibrium could
be restored with three operations: the first was the opposite behavior, removing
the weight, transforming antagonism to cooperation, the second was the reciprocal
change, placing a weight on the other tray of the scale; passivity was corrected by
activity, and the third operation was shifting the weight on the fulcrum of the scale,
the correlative change, the psyche evolving from alienation to mutual respect. The
three operations corresponded to the syndromal emotional sequence summed up as
attitude change, normative compliance, reduction of social conflict.

The two observations, periodicity and formality of equilibrial principles, led me to
identify physical phenomena transforming energy as well as attitude as characteristics
of the creative process. These were the operations underlying conflict resolution.

The formal operations of the equilibrial scale accounted for the alternative types of
conflict resolution as attitude change. The formal operations transformed a state of
passivity to one of activity, one of antagonism to its opposite, cooperation, the third
changed a state of alienation to one of mutual respect. The conclusion was that the
unconscious consisted of a syndrome of six emotions: stress and response, anxiety

E=SxF Identity correlation
Energy= dependency
needs times deviation negation | reciprocity
Equilibrial principles
I=RxNxC
THE FIRST SCIENTIFIC PHENOMENON OF THE UNCONSCIOUS: THE SECOND SCIENTIFIC PHENOMENON OF THE UNCONSCIOUS:
PERIODICITY OF THE PENDULUM QSCILLATION The three formal equilibrial principles of the scale

AN ENERGETIC TRANSFORMATION

THRIE OSCILATIONS
SO ROLE STATES
COMPLETE A
TRANSFORMATION,
UPGRADING ENERGY

ANORMATIVE 8 CREATIVITY 15 THE
DLVIATION CHLOROPHYLL OF THE e
IND MIND

AN DvERGETIC / v I=RxNxC
GQUANTITY m

=52 a Identity operation or stress s equal to the product
9 of: Reciprocity times Negation times Correlation

100

PEYOMIC N1 ENSITY LEVILS
L3

SOCIAL INTONSITY LIVOLS
3, 50,100

THE UNIT,
THE CONFLICT RESOLUTION PROCESS

Figure 3.
The two phenomena of science corresponding to the two aspects of the unconscious, the syndromal six role process
and the four velational modalities.
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and defense, reversal and compromise, leading to four relational modalities: domi-
nance versus subordinacy, in two variations: cooperative versus antagonistic.

The two phenomena of science conceptualized the unconscious as an energetic
and attitude transforming entity beginning from a conflict, identified as passivity,
antagonism and alienation, transformed to resolution as activity, cooperation and
mutual respect. The attitude change restructured a person’s disposition in the norma-
tive system. This energetic attitude transformation explained the adaptive and moral
function of the unconscious. It conceptualized catharsis, the Greek word described by
Aristotle as attitude change by identifying with the play’s tragic hero [8], upon watch-
ing a Greek tragedy and experiencing an energetic modification. Psychic tension was
released for the hero and for the audience, leading to catharsis, attitude change, an
emotional sociological normative adjustment.

This scientific explanation clarified the unconscious as consisting of two compo-
nents: 1. an energetic transformation syndrome of six-role states, six emotions, and
2. of the four relational modalities, the four types in resolving conflict, the diagnostic
categories of wellness. Conflict resolution therefore corresponds to attitude change.
The unconscious is defined then as a homeostatic function reducing psychic tension
by modifying one’s attitude. Homeostasis, conflict resolution, reduces psychic tension
and increases social adjustment.

The unconscious transforming conflict related emotional energy to moral growth,
conducts psychosynthesis, like chlorophyll’s capturing solar energy in photosynthesis
transforming it to physical growth. Religions have identified the alternative resolu-
tions and sanctified them [1].

The equation of a psychological entity with the phenomena of science introduced
constructs and formulas of science into the study of individual behavior as well as
that of religions. This meant that the human unconscious as well as the cultural sys-
tems could be conceptualized with the constructs and formulas of the two scientific
phenomena. Accordingly, the unconscious is graphically portrayable, it is measurable,
and it leads to morality, conflict resolution as advocated by the respective religions.

The Moral Science’s concepts represent a scientific breakthrough: unifying psy-
chological disciplines through the scientific analysis of the creative process (Table1).

The Formal Theory revamps psychology by introducing the study of the creative
process as the object of formal analysis. It defines the unconscious as an energetic
transformation, manifested as attitude change abiding by the constructs and formu-
las of two phenomena of science. This unconscious is graphically portrayable, it is
qualifiable as wellness diagnoses; it is measurable with a self-assessment, generating

1. Epistemology 2. Diagnoses

Motivation is driven by the need to reduce Personality typology consists of syndromes and four relational
psychic tension and improve social modalities, wellness and pathologies accounted for by a
adjustment. personality typology.

3. Assessment 4. Morality

The Conflict Analysis Battery is a self- Religions are normative institutions that identified and deified
assessment that is didactic, diagnostic sequentially the four relational modalities. They evolved in
and therapeutic. abstraction and fairness, but have remained moral monopolies

that may be integrated into the Moral Science.

italics added for emphasis.

Table1.
The Moral Science Primer’s [1] four sections integrate the disciplines of epistemology, diagnosis, assessment and
morality.
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insights, and guidance for changes. It clarifies the evolution of religions as discoveries
of the alternative types of conflict resolution. The study of the creative process is the
core for a new science [9].

The two observations are illustrated in two murals of the Sanctuary of Wisdom of
the Museum of the Creative Process (Figure 1). The one presents the six-role syn-
drome, the second the four modalities as choices in dealing with the apple metaphor.
The observations conceptualize psychology and religions by identifying the study
of the creative process as a scientific conflict resolution measurable and graphically
portrayable mechanism representing the unconscious. The unconscious pattern as
a natural science energy transforming becomes the unit order of the social sciences,
placing psychology and morality on the analysis of the creative process as a natural
science moral order phenomenon (Figure 4).

Epistemology: Epistemology identifies the unconscious by observing the creative
process as a scientific conflict resolution mechanism consisting of an emotional six-
role state dialectic leading to four alternative conflict resolutions. The process abides
by two phenomena of science. It consists of a six emotions energy transforming
dialectic guided by two innate formal principles, reciprocity and negation, leading to
four alternative types of conflict resolution and a third formal operation correlation
accounting for wellness versus pathologies.

SOCIAL SYNDROMES

' Subordinancy Deminance B
Tosperais Tategsanitic Teapersinns T
RA ARR
A ARR

Actme Retwn
Dependent Aggressire

The unconscious is an energy £ @ @

transformation homeostatic morality \ o J
determined mechanism. Four relational modality diagnoses
constitute a wellness personality typology

self-assessment helping an
individual to become conscious of
the unconscious as asyndrome of six
lemotions using metaphor creativity
exercises and an inventory to
identify one’s spectrum of relational
modalities. The experience is
didactic, diagnostic and therapeutic.

GREEK

INDO-ASIAN

Science demystifies religions by
identifying the conflict resolution process
defined as the divine. Religions identified
the syndrome as in Genesis, and the
relational modalities as spelled by the Ten
Commandments.

Figure 4.
The graphic representation of the unconscious as the unit integrating the four disciplines of psychology.
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The Formal Theory defines the unconscious as a physiological processor of energy;
the six-role process converts conflict energy into emotional and social adjustment or
personal growth. The function of the unconscious process is homeostatic; it reduces
unpleasant psychic tension by converting conflict or displeasure, maladjustment,
through attitude change to order, restoring the rest state as normative relational adjust-
ment. This energetic transformation unfolds as a syndrome, a constellation of emo-
tions and behaviors existing as a circumscribed pattern consisting of six-role states:
stress, response, anxiety, defense, reversal and compromise guided by three formal
attitude-modifying formal operations to four alternative types of relational modalities.

Thus, the unconscious is a conflict resolution or moral order equilibrial phe-
nomenon that has energetic, physical and formal, relational dimensions allowing its
qualitative and quantitative measurement. The six-role state emotional continuum
predictably unfolds upon any stressor as emotions and associations in one’s mind as
well as through interpersonal exchanges as three emotional oscillations guided by the
three formal equilibrial operations seeking restoration of emotional balance as relief
of tension.

The unconscious resolves conflicts as a syndrome guided by the three formal
equilibrial operations of the restoration of balance to the trays of a scale. The three
formal operations transform passivity to its reciprocal, activity, antagonism to its
opposite, cooperation, and alienation to its correlative: mutual respect. Accordingly,
the unconscious self-adjustment, the conflict resolution process, propels the indi-
vidual one directionally to increased inner order, transforming stress energy into
internalized and externally reinforced organization of behaviors along three formal
operations each having a dichotomy.

Diagnosis: The Formal Theory innovates the field of diagnoses introducing two
components in the analysis of diagnostic categories, syndromes and relational
modalities. We identify four relational modalities unfolding as syndromes. These
represent a personality typology, a new set of wellness diagnostic categories. Hence
diagnosis is about identifying these two components of the unconscious. They are
of psychodynamic nature accounting for pathogenesis, psychopathology and for
psychotherapeutic interventions. The typology of wellness diagnoses as syndromes of
four relational modalities is the relational alternative to the axiomatically established
mental illnesses diagnoses, Diagnostic Statistical Manual 5 [9]. Of course, we rec-
ognize the medical nature of certain major psychopathologies independently of the
relational psychodynamic make up of wellness diagnoses.

Diagnostic categories are determined by the innate formal distinctions. The
operation of reciprocity introduces two distinctions: passivity versus activity; the
operation of negation distinguishes the alternatives of cooperation and antagonism;
these two formal operations lead to four conflict resolution modalities: the domi-
nant and submissive relating; the formal operation of negation qualifies each one
of the two reciprocal responses along the opposite directions of cooperation and
antagonism. The four relational modalities are viewed relationally as power distinc-
tions: dominance and subordinancy and attitude distinctions: as their cooperative
and antagonistic variations. These four entities represent four wellness diagnostic
categories. The psychic, emotional load, intensity of responses is addressed by the
third operation: correlation, whose dichotomy is alienation versus mutual respect as
high versus low psychic tension, wellness versus illness. The third formal operation
allows the measurement of the individual’s psychic tension, reflecting the intensity of
conflict experienced as maladjustment or neuroticism. Dominant individual’s pathol-
ogy is in generating societal conflicts, while submissive individuals generate inner
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or psychic conflicts. Alienation, as increased intensity, may manifest with clinical
symptoms as illness.

Assessment and therapy: The Conflict Analysis Battery [10] is a self-assessment
leading to self-knowledge, becoming conscious of the unconscious and aware of the
need to modify one’s power, attitude and intensity of emotions. The assessment is
deliverable online and as a workbook. It is introduced by an essay explaining the scope
of the evaluation, then it combines a personality inventory, which is diagnostic with a
set of creativity exercises, which are therapeutic. The inventory measures the modali-
ties and also the psychic tension, pertaining to the intensity of conflicts experienced,;
it identifies relational modalities as qualitative distinctions, it also measures intensity
of relational choices be those of dominance, submission, cooperation, and antago-
nism. The creativity tests, use metaphors to capture the six emotions of the syndro-
mal structure of the process. They reconstruct the process, which generates insights
and motivation for changes. The online delivery of the assessment is completed with a
seven point report that is diagnostic and therapeutic.

The Conflict Analysis Battery helps the test taker to learn about the process, then
to become conscious of the personal pattern, providing insights and guidance for
relational changes. The assessment thus, is didactic, diagnostic and therapeutic. It
represents a concise program of emotional education [11] that reconciles the humani-
ties and the rigorous disciplines, delivers self-knowledge and clarity of moral values.

Morality: Religions are normative institutions seeking the reduction of personal
and sociological conflicts. They command absolute authority on the faithful based on
dogma. They do not allow critical analysis of the thought process. The science inte-
grates religions as discoveries of the alternative ways of resolving conflicts by iden-
tifying progressively the three formal operations of resolving conflict: moderation,
cooperation and mutual respect. The formal analysis of cultural stories integrates reli-
gions as moral monopolies into the Moral Science. Moral Monopoly is an educational
game that recognizes religions as sanctifying the compliment of relational modalities
in a progression of improving the family institution. Now religions reduced to par-
ticular conflict resolutions become accountable to the Moral Science determining the
ultimate ethics. The public and the nations have now the rational analysis of morality
as the charted paths to conflict resolution [12, 13].

Conceptual equivalences, Tables 2 and 3, wherein the unconscious process has
been identified both by religions and psychoanalysis descriptively. These descrip-
tions represent insights into science. Religions deified the moral authority of the
unconscious, while psychological theorizing introduced clinical and philosophical
explanations.

2.1 Organizational happiness: formal analysis of sociological systems

This section is an essay about the integration of psychological and sociological
conceptual languages on the foundation that the unconscious creative process, a
scientific conflict resolution phenomenon, is the integrative paradigm of both psychic
and societal systems. The syndromal structure and relational modality function is the
unit of the social sciences measuring individuals and organizations alike. The concep-
tualization of the unconscious as the unit order allows the integration of the disci-
plines of psychology: epistemology, wellness diagnoses, assessment, and therapeutic
modalities with the study of cultural systems. Thus, all sociological phenomena such
as the family, the organization, the culture, become measurable and graphically
portrayable conflict resolution entities.

9
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God

The unit of the creative process unconscious

Genesis

The six-role process and the formal operations leading to
catharsis, energy transformation

The Ten Commandments

The formal operations of conflict resolution, moderation,
cooperation and mutual respect

The four children asking ‘what is special this

Four relational modalities and syndromes

night?’

Celebration of the texts and the Moral education with Creativity and Power Management

commandments

Yom Kippur The importance of introspection

Passover Emotional education: assertiveness as the value system,
confronting unjust authority empowered by principles of
justice

Table 2.

Contrasting equivalent concepts of veligion and the formal theory.

Observation Hysteria Periodicity of cosmogony
Object of study Oedipus complex The formal connection of the cultural metaphors of dealing
with temptation.

Methodology Propositional axiomatic Relational method
method

Unconscious Defined as generating Defined as reducing conflicts as adaptive attitude change
conflicts

Motivation Drives of libido and Transforming conflict energy along three relational
thanatos operations.

Energy Cathexis and catharsis, Emotions are energetic quantities. Catharsis is in the
the structural model processing of emotions.

Structure Id, ego, and superego Six-role energetic transformation process, as continuity of

action.

Relational Defense mechanisms Formal operations binding the six-role states:

principles Identity = Reciprocity x Negation x Correlation

Graphics Non-existing Sine curve and concentric circles and ellipses with vectors

Diagnostic Transference determined Relational modalities are innate syndromal patterns of

distinctions by formative experiences conflict resolution, personality types.

Developmental Oral, anal, phallic Symbolic fixations upon traumatic experiences

model

Diagnostic Couch, object relations, Conlflict Analysis Battery, combines a diagnostic inventory

therapeutic analysis of transference and therapeutic metaphors.

model

Morality Moses as Oedipal Morality is determined by the unconscious need of resolving
dynamics conflicts

Civilizations Philosophical analysis of Religions evolved as sanctification of the alternative ways of
discontents resolving conflicts.

Table 3.

Contrasting equivalent concepts of psychoanalysis and the formal theory.
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In this section we introduce the conflict resolution process analysis of social
systems utilizing two metaphors of sociological reality. The first is the symbolism
of the American Flag as reflecting the two components of the unconscious in the
analysis of social systems. The stars of this flag correspond to relational modalities in
relationship with each other and the stripes of the flag correspond to syndromes of
social systems examined. The second symbolic system is the deck of cards examining
the formal interrelation of four suits as reflecting the four types of conflict resolu-
tion. The signs of the deck of cards indicate the relational modalities, while the suits
represent the syndromes of the relational alternatives.

The flag presents three sections of the syndromal process to illustrate the shift
from art to science, the cross-generational transmission and the versatility of the
graphic portrayal of alternative types of conflict resolution.

Mural #2: The Flag of the United Metaphors of the World, Figure 5, shows that the
Conflict Resolution Process is the common denominator of all social systems, indeed
of all moral paradigms [4]. This flag celebrates the discovery that the unit process,
the measurable entity of moral order by integrating the diversity of hitherto alienated
belief systems into a familiar image that now is given physical and formal dimen-
sions measuring religions and ideologies as graphically portrayable natural science
phenomena [13]. The formal methodology reconciles the diversity of value systems as
merely different approaches to conflict resolution. The unit of the unconscious is the
structure underlying religions as well as those based on ideologies, such as economic
paradigms of capitalism and communism. The revised American flag unites all reli-
gions and ideologies through the scientific interpretation of moral paradigms based
on the measurability of the formal operations of power, attitude, and intensity and of
their syndromal unfolding as a system of six role states. The flag illustrates the formal
and natural scientific graphic composition of cultures as measurable syndromes and
identifiable relational modalities (Figure 6).

Thus, the cultural metaphors placed on the power field in the context of each
other’s dimensions are given an accurate social/emotional formal qualitative and

PANEL ll THE FLAG OF THE UNITED METAPHORS OF THE W DRLD. The formst methodelogy reconcies the dintesily of sabue sysems By showing that the meatal
£ bl Gk avmn Jontminsion W resspelnton b Winicned I Al reviod Americ ng, T mally ingertelaled, world woeal Jparadigent, and He Mripet are the univorsal bt
The flag the disp ration evolutionbotiom lefl. and #s crods. ruliural v hlllyb-llop.& ight

HE CONFLICT RFSOLIIT!ON?{ S 05
;e

CROS& CULI\JR)\L STUDY OF THE FATHER-SON RELATIONSHIP

Figure 5.
The Flag of the United Metaphors illustrates the two components of the unconscious, the six-role syndromal
process as stripes, and the relational modalities as stars placed in measurable parameters.
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Figure 6.
The star section of the flag of the united metaphors presents rveligions and ideologies as having measurable dimensions.

quantitative description. Le., the Judaic system, qualified as cooperative dominance
(or assertiveness), is positioned on the dominant cooperative quadrant. Islam and
Greece, characterized as valuing dominance and competitiveness, are placed on

the second quadrant. Christianity and Buddhism characterized as the cooperative
subordinacy choices are placed on the submissive cooperative third quadrant. The
matriarchal submissive antagonistic modality is placed on the fourth quarter. Each
normative system is then interrelated to each other as stars placed on suitable orbital
positions and as stripes with different undulations. This implies that the constellations
of the symbols of religions and cultures, the metaphors of the cultures of the world:
the Cross, the Star of David, the Islamic Crescent and Star, the Oriental Yin-Yang, the
bear brandishing the communist hammer and sickle, and the capitalist eagle, are all
measurable alternative paths to conflict resolution [1, 13]. The four corners of the star
section of the flag are occupied by four relational alternatives. The matriarchy and
patriarchy on the left side indicate the antagonistic and polarized nature of the primi-
tive religions. The Abrahamic religions on the right represent the dominant.

The striped section of the flag represents the syndromal process. It is the universal
harmonic reflecting the graphic representation of the six-role process. The flag’s
stripes consist of variations of the Conflict Resolution Process, the common denomi-
nator, the atomistic unit of all moral metaphors, religions, and ideologies. The stripes
of the flag are modifiable. There are three sets of stripes illustrating the unit, the unit’s
cross-generational transmission, and its variability.

* One set interprets the unit process from art to science as a syndrome of six-role
states.

* The second set focuses on the cross-generational transmission of the pattern,
as observed in the four consecutive generations of the Greek Cosmogony.
This set of stripes interlock cross-generationally along with the six-role states
transmitting the process. The interlocking of the four generations of the Greek
Cosmogony determines the qualities of the transmitted pattern.

* The third set of stripes in the flag addresses the cross-cultural variability of the
unit process as it is used to depict four principal cultural relational alternatives.

12
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Integrating art and science Greek cosmogony Cross cultural study
The flag presents the unit in full The flag displays the unit in its The flag shows the unit’s
detail as the evolution from art to cross-generational transmission and cross-cultural variability.
science. evolution.

Table 4.

The stripes illustrate the syndvomal structure integrating art and science, cross-generation transmission and cross-
cultural variability.

The modification of the sine wave eases the recognition of four pronounced
variations corresponding to the four major cultures: the Greek sine curve isa
snake, the Mexican Indian is a feathered serpent, the Judaic is a scroll, and the
Oriental is a dragon. These four cultural paradigms illustrate four relational
modalities or diagnostic categories of everyday cultural normative structuring of
role relations (Table 4).

2.1.1 Three symbolisms of the game as the template of the unconscious

In parallel to evolving creation stories revamping norms in family relations, the
public explored conflict resolution playing table games about family feuds. Chess is
a game of family conflicts with clearly assigned roles for the members of the family
as chess pieces. Another symbolic system, the deck of cards addresses four types of
conflict resolutions between four cultures as representative royal families represent-
ing four cultures’ alternative types of resolving conflicts as identified by the signs
symbolic system. The four signs: the spade, the club, the diamond and the heart may
be viewed as formally interrelated representing the four relational modalities. The
signs structure the deck along formal distinctions.

* The colors red and black symbolize an opposite relationship: cooperation in red
and antagonism in black. Accordingly spade and club in black, diamond and
heart in red, may be viewed as symbolizing the opposites of antagonism and
cooperation. Both the diamond and the heart as red denote cooperation.

* We may infer a reciprocal interrelation between the same-colored signs: The
spade is an upside-down heart in black, needled by an arrow, portraying pas-
sivity. The club in black represents an explosion, activity, the reciprocal to the
passivity state of the spade. Similarly, the diamond as straight lines, symbolizes
containment, passivity, while the heart is a symbol of activity in a reciprocal
position to the diamond.

* Both spade and diamond on the left quadrants reflect passivity and as opposite in
color, reflect the opposites of antagonism and cooperation.

* Similarly, the heart and the club, both in mastery positions differ in color as the
opposites of cooperation and antagonism.

* While the spade symbolizes conflict as passivity, antagonism, and alienation

the heart symbolizes conflict resolution: mastery, cooperation and mutual
respect.

13
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* We may infer in the symbolism of the signs as a system, the continuity of
emotional growth. Resolutions of conflict seem to evolve along the power and
attitude formal distinctions from the conflictual spade to the resolved heart.
Thus, the deck of cards brings together in one symbolic system the microcosm
of the unconscious as seeking amelioration in resolutions of cultural relational
alternatives.

2.1.2 Moral monopoly: analysis of the deck’s gameboard retraces the evolution of
religions as discoveries of the relational modalities

The card game template, Figure 7, presents metaphorically three features of the
human unconscious: The suits, as a six-role process, the signs as the four relational
modalities, and third, the systemic evolution of signs from the spade to the heart as
the amelioration of the system. This structuring entails the evolution of attitudinal
improvements based on scientific principles that may be used as the template of
orderly sociological and also individual emotional developments.

Moral Monopoly is an educational game created as modification of the original
deck of cards. The deck’s four suits correspond to the four relational modalities. Each
suit leads to a different type of conflict resolution. The alternatives are portrayed in
the images illustrating the family dynamics between the key figures: kings, queens,
and Jacks. Each suit with its set of cards represents the unfolding of the six-role
conflict resolution process, as a syndrome modified by the signs.

* In rethinking the game of cards we divide the numbered cards into two stories:
a mythic and a historic one. The mythic is about the culture’s conflict and the
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Figure7.
The game-board of the card game as the template of the unconscious as captured by the evolving veligions as
discoveries of science.
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historic about the conflict’s resolution. The two stories have different face or
family figures cards: The mythic story presents a conflict from the culture’s
mythology; the role model card portrays the image of family relations. The
historical story is from the culture’s documented record, the role model image
illustrating the culture’s dealing with power as in the apple of temptation meta-
phor, conveying the culture’ relational modality. Thus, the new suit has two face
cards representing the role models of the suit, and two sets of numbered cards as
six-role state sequences. The relation between the two stories mythic and historic
represents the culture’s own conflict and type of resolution accomplishment.

* The four cultures of the card game are shown to be formally interrelated as

reflected in the signs as the four types of conflict resolution. The symbols are
formally related beginning from the spade as a black, upside-down heart that is
poked, evolving to the upright red heart. The signs connect the four modalities
into a cyclic evolutional dynamic.

* The two jokers are interpreted as representing the two phenomena of science

underlying the orderly game of morality.

* The template of the new deck presents the two features of the game graphi-

cally: eight sine curves with undulations for the six episodes of stories, and

two concentric circumferences with vectors clarifying the power and attitude
dimensions of the four relational modalities. The figures of the signs, identifying
the modalities are inserted diagonally on the template. The evolutional dynamic
of the modalities is like the four seasons of the year, evolving sequentially toward
optimizing conflict resolution in relational systems. They illustrate the refer-
ences of periodicity in the cyclic improvement of conflict resolution. The power,
attitude and intensity are graphically portrayable variables of the measurable
relational operations. The six-role process is an emotional dialectic, the mental
heartbeat, driven by the three formal operations, the steering mechanism as the
moral compass.

The natural science dimensions of the game-board.
The game board is the map of the unconscious integrating society’s relational

modalities in the mode of a continuum of transformations. The game board is a field
that has measurable dimensions determined by the two scientific phenomena pertain-
ing to the analysis of the thought process:

15

* The Simple Harmonic Motion as a six-part pendulum oscillation as a sine curve

is the structure of every one of the eight stories. The oscillations represent the
emotional heartbeat as the six episodes resolving conflict transforming energy
from chaos to order. The process corresponds to motivation as the driving force
to reduce psychic tension, conflict energy, displeasure as psychic tension, and to
increase pleasure as social adjustment.

* The laws of the equilibrial scale as a set of four formal attitude-changing equlib-

rial operations divide the board into four quadrants corresponding to the four
relational modalities. The four relational modality dichotomies are presented
graphically as a system of horizontal distinctions in power, as dominance versus
subordinancy. Vectors within the circles present the opposites of cooperation
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as clockwise and antagonism as counterclockwise directions. The concentricity
of circles and ellipses is used to indicate intensity differentials in mythic versus
historical circles, reflecting alienation versus mutual respect within a system.

The relational modality distinctions of the normative totality make the game-
board into the map of the unconscious as well as the map of measurable societal
reality. In the game of Moral Monopoly the suits placed on the quadrants represent
four religions as discoveries of the respective relational modalities.

2.1.3 The three features of the game-board: syndromes, velational modalities and
ongoing healing

The four syndromal relational alternatives combined with the eight harmonics of
the process provide the graphic dimensions of the societal unconscious (Figure 8).
This structuring is of educational value. It represents becoming conscious of social
order in continuity with psychological order. The map helps to retrace the evolution
of the religions of the world as the continuum of the alternative ways the human mind
has evolved historically in identifying alternative paths of resolving conflicts. Thus,
the template identifies the three key scientific variables of the unconscious thought
process.

The game presents the evolution of the religions/suits as formally connected
relational modalities.

Reviewing what has been described above we identify in the composition of each
of the eight stories representations of a family conflict resolutions (Figure 9). Each
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Representation of the three scientific features of the unconscious unit conflict vesolution process: The six-role
state syndrome, the set of the four types of relational modalities as the four signs, and the sequencing of the four
modalities as the periodicity of the self-improvement dynamic.
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Figure 9.
A sample set of storytelling cards of the Greek culture representing patriarchy’s contribution in improving family
relations.

suit begins with a face card, here on the right of the image, illustrating the family
configuration of roles. The ensuing cards present the episodes of stories as a conflict
resolving process. Twelve cards of each suit present two stories, one from mythic
times identifying the cultural conflict, the other, a story from historic times present-
ing the conflict’s resolution.

The card game presents the self-improving, self-adjusting unconscious.

The deck uses the distinctions of the four signs: the spade, club, diamond and
heart symbolizing the four alternative ways of resolving conflicts, the relational
modalities, identifies four quadrants of the circle in the center of the game board.
Each quadrant representing a relational modality their names are spelled out in the
respective quadrant. The signs introduce the periodic transformation of relational
modalities reflect the evolution of the optimization of the conflict resolution
process. It is predictable like the seasons of the year. The signs are indicators of the
periodicity. The sequencing of the four modalities is indicated as a periodic phe-
nomenon. The red heart conclusion of one cycle becomes the spade departure for a
new cycle of transformations. The game thus becomes a metaphor of the structure
of the syndromal process, of its four relational modalities, and also of the evolution
of the modalities of conflict resolution as a system that automatically progresses to
self-improvement.

The story cards on the orderly template of the game board, establish the formal
structure of the deck along the three components of the unconscious; they establish
the psychological correspondence of stories to the scientific variables of the template
and reflect the order provided by the psychological science to the analysis of socio-
logical systems. Each culture exemplified by two stories, the eight stories reflect how
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religions evolved, improving the family institution from matriarchy to patriarchy,

to asceticism and monotheism. The players examine the formal attributes of each
cultural story beginning from the antagonistic Aztec, then the Greek culture, then the
cooperative Indian, and Judaic variations.

The signage of the suits, spade to heart, reflect symbolically incremental effective-
ness. The modalities evolve, improving relations in the family along the signage from
the black upside-down heart of the spade, to the black explosive club, through the red
diamond to the upright red heart.

The compounded image features the four suits dividing the power field into four
quadrants for each of the four relational modalities; these are then populated by the
stories of the four cultures presented as harmonics for each of the cultural stories.
The game-board illustrates the self-improving moral unconscious encompassing all
religions as an orderly progression improving family relations redefining the divine.
According to the imagery, religions are integrated as complementary discoveries
of the Moral Science, which clarifies the six-role process evolving along the three
attitude-changing principles of conflict resolution. The cultures evolved seeking
mastery, cooperation, and mutual respect. The Moral Monopoly board then, as the
map of the unconscious, bridges science and psychology into the Moral Science.

The game allows the scientific interpretation of religions as metaphors of an organic
system of interrelated self-improving conflict resolutions. The study of cultures

is relevant in the training of employees of an organization as a model of ongoing
emotional growth process putting resolution of conflicts in a long-term evolutional
perspective.

2.2 Mindfulness, and coping strategies
2.2.1 Introducing a concise program of emotional education

The public needs to be emotionally prepared in dealing with the dilemmas of
everyday life. How can the individual be prepared to deal with psychological and
sociological realities? The individual needs an emotional education in handling
responses to stressors be those caused by inner conflicts or external such as dealing
with the family, the nation, the city, and multiplicity of moral systems, religions?
The individual needs help in interacting within the contemporary organizational
and political systems; especially police officers and soldiers need training in dealing
with armed conflict, dealing with personal feelings, traumas, aggressions, guilt for
inflicting death, and suffering losses through death of comrades, dealing with suicidal
thinking. More servicemen die from inner conflicts than from combat. The learning
program should educate the person about oneself, and also about understanding
alternative normative systems.

Social systems have an etiquette, norms of conduct, such as dealing with sexual
behavior, civil rights as defined by the constitution, soldiers must obey military
discipline, such as laws in handling prisoners etc.; investors need to conduct business
ethically. Individuals differ in conforming to norms; failing individuals feel emotion-
ally disturbed, may experience remorse and social punishments.

Traditional preparations in entering the adult community is learning about rules
of conduct in a number of training experiences. The Bar Mitzvah ritual trains youth
to be able to read a foreign language, indeed singing it, but also assuming power by
assuming a critical position in a related speech. There are no formal trainings for
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most normative systems. But such training is useful. Psychotherapy services patients;
but the well public needs training in wellness as explanations about emotions, about
modalities, clarifying the nature of the unconscious as the innate processor of emo-
tions. The public needs to understand the alternative ways of resolving conflicts.
Contemporary emotional education has been assumed by organizational training
such as mindfulness, a well-accepted spirituality. New progress has been offered by
Daniel Goleman’s Emotional Intelligence and Ariane Huffington’s Thrive. The prob-
lem of these training alternatives is that they do not understand the unconscious as a
dialectic of emotions and as alternative modalities. This is the focus of ‘Creativity and
Power Management’ a concise program of emotional education.

2.2.2 The emotional education curviculum

My vision is to create awareness of the scientific study of behavior shifting the
focus of education from encyclopedic knowledge to learning about the Science of
Conflict Resolution and experiencing its applications in the analysis of emotions and
of normative systems. It is important to recognize how our emotions affect our per-
ception of reality, and how understanding the distortions of perceptions can improve
communications and reduce personal and interpersonal pathology. Education may
reduce conflicts and make the world a safe place for all.

Based on the findings of the Moral Science studying the unconscious as a
scientific conflict resolving entity through the analysis of the creative process an
emotional education program has been developed identified as ‘Creativity and
Power Management’ It is a well-structured emotional education program founded
on the analysis of the creative process as a scientific conflict resolution mechanism.
The curriculum is defined as a concise program of science-based emotional educa-
tion suitable for the classroom, useful for patients as well as for the training of
professionals and the general public. The curriculum consists of three segments
pursuing the three objectives of the core curriculum of universities: integrating art
and science, delivering self-knowledge and clarifying moral values. The integration
of art and science is facilitated by viewing the art exhibits of the Museum of the
Creative Process. The art exhibits demonstrate the scientific and moral nature of the
unconscious. The objective of self-knowledge is attained by examining the per-
sonal creativity utilizing the Conflict Analysis Battery. The self-assessment makes
a person conscious of the unconscious as an emotional education. It consists of
completing creativity tasks reconstructing the syndromal process to identify one’s
dialectic pattern of emotions, and in completing a personality inventory to identify
one’s relational alternatives and pathology in terms of intensity of conflicts experi-
ence. The third component is the examination of normative systems by studying
the evolution of religions as discoveries of the alternative ways of resolving conflict
increasing in abstraction of the divine and by improving the resolution of conflicts
of the family. We study normative systems in the Moral Monopoly game retracing
the evolution of religions as complementary discoveries of conflict resolutions
redefining the moral authority of the divine. The study demystifies religions and
unites them into the abstract science of the human unconscious. Moral values are
identified as the universal scientific principles of conflict resolution. Accordingly,
mindfulness is a unifying spirituality approach promoting self-restraint, as reduc-
tion of conflict evoking desires. Mindfulness values compassion as the response
to reality reducing competitiveness and alienating, antagonistic desire for power.
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Science clarifies the science underlying the moral values of mindfulness as modera-
tion, cooperation and mutual respect.

The Moral Science concepts and practices challenge agnostic medicalized psychol-
ogy and theistic religions by introducing clear parameters in examining psychological
and sociological wellness, pathology, and morality. Science challenges both cur-
rent therapeutic interventions and belief systems. Scientific parameters introduce
accountability for both individual and ideological relational choices. The science
introduces the abstract analysis of psychological and sociological reality through the
examination of the creative process, reflecting the unconscious objectively as having
a structure, a six-role process leading to four relational modality choices. We identify
accordingly issues of power and attitude that interfere with optimal performance. The
emotional education prepares a person by knowing about oneself and about social
systems. It prepares a person to navigate life’s journey consciously about choices of
power and attitude.

2.2.3 Online validation studies

The key educational device in becoming self-aware of one’s emotional pattern is
in completing the Conflict Analysis Battery, a self-assessment. The process captures
the person’s syndrome as the correlation of the six-role states as an emotional dia-
lectic simply by completing a set of creativity exercises. The metaphor tests depart
from a conflict, stress and end with a compromise. The analysis of the metaphor
exercises generates emotions and also insights and recognition of needed changes.
The personality inventory (Relational Modality Evaluation Scale, RMES) is diag-
nostic; it identifies one’s modality or spectrum thereof. The two instruments: the
inventory and the projectives identify the unconscious as a meaningful emotional
cathartic experience.

The completing the self-assessment without any professional services is attested in
the statements of 47 individuals who completed the assessment online compensated
with the method of Amazon’s group of test takers, Mechanical Turk. The statements
of these individuals identify the clinical function of the experience in two approaches.
One, is examining three areas of emotional growth fulfilling the program’s three
objectives by using a query of 19 statements. Has the experience been didactic by
learning about the new concepts of the unconscious and relational modalities, has
it been diagnostic by identifying one’s psychodynamic relational pattern, and has it
been therapeutic by generating insights and guidance for changes? Another approach
to evaluate the experience is by seeking comments from the test takers about the
impact of the testing’s emotional experience.

Summary of statistics on a group of 47 test takers regarding the assessment
experience [13]. The query results confirm the effectiveness of the online delivery
of the battery as an emotional education program that is educational, diagnostic and
therapeutic.

The query results of the online delivery of the testing yield statistical evidence
that we have a didactic, diagnostic and therapeutic instrument. The results attest
that the Formal Theoretical hypothesis on the nature of the human unconscious is
correct. The Query results validate the formal theoretical conceptualization and the
assessment technology. It is important to consider this conceptual and technological
approach as providing clarity on behavior as a science and also as generating an effec-
tive clinical and therapeutic intervention through an educational delivery.

Participants’ query responses, excerpted from [13] are presented as follows:
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2.2.4 The program was didactic

The Power Management Program was informative about the concept of the uncon-
scious as a conflict resolving entity. Agree: 91%.

The Power Management Program provided clear information about relational
modalities as well- ness categories. Agree: 77%.

I felt the Power Management Program helped me gain understanding about the
nature of the un- conscious as an orderly conflict resolution mechanism. Agree: 87%

2.2.5 The program was diagnostic

It helped me to identify my relational pattern. Agree: 86%

Identifying my relational pattern helped me to better understand myself.
Agree: 87%

The Power Management Program helped me understand the conflict resolution
process as a sequence of six emotions: stress, response, anxiety, defense, reversal, and
compromise. Agree: 76%

This program helped me to identify changes to improve my relational adjustment.
Agree: 83%

I found that the six-role template, combining images and text, integrated
fragments of my life into a meaningful conflict resolution pattern. Agree: 75%

2.2.6 The program was thevapeutic

Completing the creativity component was an emotional experience. Agree: 83%

I identified with one or both of the characters in the narrative stories that I cre-
ated. Agree: 96%

This program offered me new information about myself. Agree: 79%

I was surprised by the personal relevance of the creativity component. Agree: 70%

The creativity component was therapeutic; the metaphors helped me to better
understand myself and to also think of making changes. Agree: 70%

I was surprised by how much insight I gathered. Agree: 80%

This program helped me identify how to better manage power. Agree: 70%

After taking this survey, I feel more motivated to make changes in my life. Agree:
85%

I think that this survey would be useful for high school students. Agree: 75%

I think that this survey would be useful for clinical evaluations. Agree: 89%

The program offered me both diagnostic and therapeutic information about
myself. Agree: 83%

2.2.7 Comments of test takers upon completing the online self-assessment as an
emotional experience

While we seek the technical evidence of the process examining the associations
generated as a scientific mechanism, the syndrome and the relational modalities, we
also examine the clinical benefit of insights generated by the assessment. The test
taker experiences clinically emotional relief and insights about one’s unconscious
pattern through the assessment. S/he identifies one’s personality type as a relational
modality resolving conflicts, and also identifies changes that can reduce discomfort or
maladaptive adjustment (Table 5).
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Reflecting on the program as a whole, please share your thoughts and feelings about this learning
experience.

“It veally makes you look at yourself and assess what’s going on in your life. It was a good experience and I hope I can
improve my quality of life by making gradual changes to how I think about things.”

“It’s been an interesting experience! I feel like I've learned some new things about myself and had the chance to look
at myself in a new way. 1 definitely feel emotionally exhausted, so I think my emotions and inner self got a good

I

workout in

“I thought this experience was very unique. I am surprised I was able to learn so much about myself that I didn’t realize.
I never knew that events from my past really shaped the life I have now. You don't really see the connections as
you are going through them but see the pictures and what I wrote laid out in a sequence was eye-opening.”

“It was fun but very strange.”

“This helped get a lot of feeling out. ilearned somethings about myself like I'm not a good drawer, but i digress.
This was a fun and interesting way of learning those things. I feel like some weight has been lifted.”

“It was hard at times, but there was a reoccurring theme throughout my life that became more apparent as the study
progressed. I will continue to be kind to myself, and to protect myself from people that are not healthy for me””

“This was very interesting! I did not know what to expect going in, but I actually had a lot of fun participating. I
knew a lot of these things already, but some of my drawings really surprised me when I was asked to talk more in
depth about them.”

“I really enjoyed it. I am not very good at the drawing part of it but i enjoyed trying and thinking about the
different scenarios.”

“I think it was a great program to find out about oneself. It was kind of like digital meditation. I was able to recall
and think about past memories and visualize them with the drawings.”

Note: Iitalics added for emphasis.

Table 5.
Comments of test takers about the self-assessment experience.

3. Conclusion: the conceptual revamping of psychology into the Moral
Science

This essay introduces the formal theoretical conceptualization of the unconscious
as the unit order of the social sciences integrating the disciplines of psychology into
the Science of Conflict Resolution, abbreviated as the Moral Science. The key premise
of the Formal Theory is that emotions are energetic entities and that the unconscious
is a conflict resolving energy and attitude transformation mechanism founded on two
phenomena of science. Three pendulum oscillations capture energy and three formal
operations change a person’s attitude, experienced as catharsis. The energized and
formalized unconscious accounts for wellness diagnoses as the alternative ways of
resolving conflicts, the development of a self-assessment identifying the two com-
ponents of the unconscious, syndromal structure and relational modalities, and the
understanding of religions as complementary discoveries of the sanctified four key
conflict resolution alternatives.

The practical significance of the new conceptualization is in its capacity to
deliver clinical and educational services illustrated with the application of the new
concepts in a self-assessment for the meaningful understanding of oneself. The
effectiveness of the self-assessment as a concise program of emotional education
is demonstrated in the statistical analysis of responses to a query, and the personal
comments on the experience. These testimonials present convincing evidence of
the self-assessment’s effectiveness as a didactic, diagnostic and therapeutic online
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intervention providing a meaningful emotional experience without requiring
professional services. Self-awareness of the unconscious leads the person to conceive
relational modifications optimizing relational choices. This sample delivery of the
assessment is relevant for the delivery of a more extensive program of emotional
education to the general public and for the delivery of the program for therapeutic
services.

The effectiveness of the assessment experience validates the formal theoretical
premise on the nature of the unconscious as the unit of the social sciences. The entity
is shown to be a measurable natural science, conflict resolving phenomenon that leads
to wellness diagnostic categories, the four relational modalities.

The conclusion from this essay and the brief sample of its validation is that the
formal conceptual position challenges current diagnostic, therapeutic, educational
and religious concepts and practices by introducing a promising alternative paradigm,
identifying the unconscious rigorous conceptualization founded on the study of the
creative process. We may conclude that this conceptual innovation challenges current
psychological theory and practices [14], and that it demystifies religions as biased
dogma based psychological theories. The formal theoretical conceptualization intro-
duces a quantum leap in the social sciences by reconciling psychology and morality,
art and science, biology and sociology, and integrating religions into the Science of
Conflict Resolution, the Moral Science.

4. Limitations
This model’s impact may be constrained by individuals’ cognitive ability, willing-
ness to engage in training program, and emotional readiness to experiment with

self-examination. Accessing the online program, requires some technical skills and
internet availability.
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Chapter?2

Ethical Considerations in
Organizational Conflict

Josh Hyatt and Jeffrey Gruenglas

Abstract

Ethical considerations are critical to decision-making in any organization.
Decisions that impact internal and external stakeholders carry implications that
account for employee conduct, personal values, institutional policies, and obligations
to customers. Conflicts within an organization present a particularly unique set of
dynamics and tensions that require ethical assessment to ensure a fair, equitable,
and ethically acceptable work environment. Recognizing these ethical challenges,
and ultimately addressing and resolving them, is incumbent upon all stakeholders to
ensure the success of the organization and its stated mission to employees, clients,
and the community it serves. This chapter explores commonly encountered forms of
organizational conflicts with respect to ethical concerns, and the considerations for
navigating such conditions through theoretical foundations and a practical lens. The
discussion is then followed by a framework for advancing ethical conduct through
institutional codes and policies. We conclude with a case study that examines the
ethical challenge of fair resource allocation and just distribution of goods.

Keywords: ethics, morals, values, organizational conflict, conflict of interest

1. Introduction

How does one successfully approach organizational challenges in a fair and just
manner? This question remains a moral and political concern of every manager who
has had to ponder, “what is the right thing to do?” The question takes an even more
complex turn when multiple stakeholders are involved in the decision. Consider a
simple job promotion. Is the promotion of one employee fair to other employees who
may be equally deserving of the same recognition? How does this decision affect the
manager’s obligation to the organization and its fiduciary responsibility to cost-sav-
ing-minded investors? To what extent is the manager unduly influenced by an existing
relationship with the rewarded employee? These questions only the scratch the very
surface of ethically appropriate decisions and beckon any organization to examine
relationships among stakeholders, corporate values, and personal morals that make
ethical decision-making complex and worthy of careful deliberation.

In the current climate of constant organizational change, ethical decisions are
fundamental to the challenge that each of us face daily both in our personal and pro-
fessional lives. Change in organizations is inevitable but also embodies complexities
of navigating ethical and moral boundaries. Ethical conflicts in the workplace have
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profound effects on morals, code of conduct, and norms among stakeholders, which
can ultimately undermine an organizational mission and its articulated values.

There is no one-size-fits-all approach to arriving at the ideal ethical resolution to
every problem, and this contributes to the daunting task of exacting decisions that at
best are fair and minimize harm to others. Knowing how to navigate situations as they
arise within the organization is vital to the health and wellbeing of the company; but
it is equally important to know and understand how the change and ethical practices
will impact the stakeholders involved. In a professional setting it is our collective
responsibility to understand what is needed to invoke positive change within an
organization, and in turn making an impact for the greater good.

This chapter explores ethical considerations within organizations and defines
the ethical challenges and their manifestation in the general work environment. We
present various accepted ethical models and paradigms for addressing such challenges
and propose practical approaches for addressing these barriers. We further describe
theories and moral concepts to help effectively navigate change processes and ethi-
cal dilemmas and conclude by presenting and unpacking a real-world case study
within industry to challenge the reader with how ethical challenges manifest and are
addressed through a systematic process.

2. Manifestations of ethical conflict

Organizational change often introduces uncertainties and ambiguities, which can
breed conflicts. When employees face uncertainty about their future, roles, or the
impact of changes on their job security, conflicts can arise from fear, resistance, or
frustration. Power struggles may surface as individuals vie for influence or attempt to
safeguard their positions amidst the shifting organizational landscape. Furthermore,
conflicts can stem from conflicting priorities that emerge during organizational
change [1]. Different stakeholders may have varying interests and visions for the
organization, leading to disagreements and conflicts over resource allocation, deci-
sion-making authority, or the overall direction the organization should take.

Organizational change can be met with resistance to change, particularly when
stakeholders have a narrow interest, misunderstanding and lack of trust, apply
different evaluations, and have a low tolerance for change itself. It is critical for any
decision-maker to recognize that such variances may manifest as conflict but also
reflect on the possibility that competing interests can be equally valid and compelling
with respect to the employee. Such interests can be guided by indirect profit, gain,
collective benefits, or the benefits for the individual—all of which may be valid and
real. Likewise, the inevitability of conflict can be a product of differing attitudes,
beliefs, levels of knowledge, and life experiences. Not surprisingly, opposing values
often lead to self-centeredness and barriers to understanding other perspectives, and
in more severe forms, protectionism and self-preservation [2].

2.1 Organizational conflict

Conflict is a natural consequence of communication, and organizational conflict
is an inherent aspect of any complex system. It arises due to the diverse nature of
individuals, their varied perspectives, interests, goals, and complex interactions
between different parts of the organization. Conflicts are not inherently harmful or
destructive; they can serve as catalysts for growth, innovation, and positive change
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when managed effectively by bringing different viewpoints to the table, challenging
existing assumptions, and fostering creative problem-solving. Conflicts in organiza-
tions often stem from differences in values, priorities, or resources. As individuals
work together towards common goals, their perspectives may clash, resulting in
tensions or disagreements. These conflicts can occur at various organizational levels,
including individuals, teams, departments, or even between organizational units [3].

2.1.1 Types of organizational conflicts

The types of conflicts are varied and often circumstantial and described into two
principal categories: personal and systemic. Personal conflicts include interpersonal
conflicts, conflicts of interest, and ethical conflicts. Systemic conflicts include role,
structural, cultural, and conflict between strategy and execution [4]. The following
describe various ways in which such conflict modalities can present:

* Interpersonal conflicts occur between individuals or groups within the organiza-
tion and are driven by differences in personalities, communication styles, or
personal values. They may arise due to misunderstandings, conflicting goals,
power struggles, or competition for resources or recognition.

* Conflicts of interest occur when individuals or groups have competing personal
or professional interests that may compromise their ability to act objectively and,
in the organization’s, best interest. Examples include situations where personal
relationships, financial gain, or external affiliations influence decision-making.
Ethical conflicts arise when disagreements or dilemmas are related to ethical
principles, values, or behaviors within the organization. These conflicts may
occur when there are competing ethical standards, differing interpretations of
ethical guidelines, or conflicts between personal and organizational ethics.

* Organizational conflict and ethical decision-making are closely linked because con-
flicts often involve ethical dilemmas requiring thoughtful consideration and analysis.

* Role conflicts emerge when individuals or groups have conflicting expecta-
tions or demands placed upon them. These conflicts can arise from unclear job
responsibilities, overlapping roles, conflicting priorities, or organizational or
departmental goals differences.

* Structural conflicts stem from organizational structures, processes, or sys-
tems. These conflicts often arise when there are conflicting goals or interests
between different departments, units, or hierarchical levels within the organi-
zation. Inadequate communication channels, lack of coordination, or resource
allocation issues can contribute to structural conflicts.

* Cultural conflicts emerge when there are differences in values, norms, beliefs, or
expectations among individuals or groups within the organization. These con-
flicts may arise due to diversity, such as different ethnic or cultural backgrounds,
or from clashes between subcultures within the organization.

* Conflicts between strategy and execution occur when there is a disconnect
between the strategic goals or objectives of the organization and the ability to
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implement or execute those strategies effectively. Misalignment between strategic
decisions and operational realities can lead to conflicts and inefficiencies.

2.1.2 Reasons for organizational conflict

The reasons for these conflicts can vary widely depending on the specific circum-

stances and dynamics of the organization. Poor communication, inadequate leader-
ship, limited resources, conflicting goals, organizational change, and lack of clarity or
alignment in roles and responsibilities can contribute to organizational conflicts. Yet
primary reasons for organizational conflict include communication, complexity, and
culture. These arise from multiple contributing factors:
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* Communication. Organizational conflict often arises due to a communication

breakdown attributed to several factors. Poor communication channels, char-
acterized by ineffective or insufficient means of information exchange, play a
significant role in fostering conflicts within an organization. When the channels
fail to facilitate clear and timely communication, this creates an environment
where misunderstandings and misinterpretations of messages can occur.

Misinterpretation of messages further compounds the problem. Individuals
may perceive and understand information differently based on their filters,
biases, and interpretations. Nonverbal cues, such as body language or tone of
voice, can be easily misread or misinterpreted, adding complexity to the commu-
nication process. Cultural and language differences can also contribute to misin-
terpretations, as people may ascribe different meanings to words or expressions.

Lack of clarity in communication. Unclear messages, vague instructions, or
undefined roles and responsibilities can create employee confusion and uncer-
tainty. When individuals are unsure about what is expected of them or have
conflicting perceptions of their roles, this increases the likelihood of misunder-
standings and disagreements that can in turn escalate into conflict.

Power dynamics. Power imbalances stemming from hierarchical structures,
formal authority, or informal influence can create tensions and fuel conflicts.
Individuals who feel marginalized, unheard, or unfairly treated may resist or
challenge authority, leading to strained relationships and communication break-
downs. Power struggles and competition for dominance can impede effective
communication, as individuals may hesitate to express their opinions or concerns
openly.

Competition for limited resources. When resources such as funding, staff-

ing, or time are scarce, individuals or teams may vie for their fair share, leading
to heightened tensions and conflicts. Communication breakdowns related to
resource allocation decisions or perceived inequities in distribution can intensify
these conflicts.

Varying levels of authority. Conflicts can arise when decision-making processes
need more transparency and clarity in roles and responsibilities. Individuals

may feel excluded from decision-making processes, perceive favoritism, or resist
top-down directives, resulting in communication gaps and disagreements.
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Diverse groups often consist of individuals with contrasting perspectives, beliefs,
and ways of approaching tasks. Varying work styles, such as those who prefer structure
and adherence to processes versus those who thrive in a more flexible and innova-
tive environment, can lead to conflicts over preferred methods and approaches.
Differences in personalities, such as introverts versus extroverts or risk-averse versus
risk-takers, can further exacerbate conflicts as contrasting working styles and com-
munication preferences come into play. Moreover, conflicts can emerge during times of
organizational change. Restructuring efforts, mergers, or shifts in strategic direction
inherently disrupt established norms, power dynamics, and relationships within the
organization. Changes in reporting lines, team composition, or job roles can trigger
conflicts as individuals adjust to new responsibilities or perceive a threat to their status
or authority. Conflicts may also arise when individuals resist or struggle to adapt to the
changes, leading to clashes between those embracing and resisting the change.

Addressing these contributing factors requires organizations to prioritize effective
communication. Approaches include improving communication channels, promoting
clarity in messaging, encouraging active listening, and addressing power imbalances.
Organizations can also foster a culture of collaboration, teamwork, and shared goals
to minimize conflicts stemming from competition for resources or discrepancies
in authority. Organizations can mitigate conflicts and create a more harmonious
work environment by recognizing the impact of communication breakdown and
proactively working to enhance communication processes. Encouraging open dialog,
fostering an inclusive culture that respects diverse perspectives, providing support
and resources during change, and promoting collaboration can help mitigate con-
flicts. Leaders play a crucial role in managing conflicts by facilitating discussions,
mediating disputes, and promoting a shared vision that unifies individuals and aligns
their efforts towards organizational goals.

3. Navigating ethical conflict

The ethical approach to addressing organizational conflict may be as varied as
the complexity of the situation itself. The multiple perspectives allow professionals
to leverage a toolkit from which to apply a systematic approach to ethical decision-
making. Any change in an organization brings about concerns of inequities, fairness,
and conflict of interest. Coupled with perceptions of the influence of power dynam-
ics and personal agenda, it is not surprising that organizations and their managers
struggle to operate under an ethical code of conduct. Such decisions may be driven by
factors across multiple levels. These include developmental, to improve on a singular
approach, process, or project; transitional, to allow organizations to shift or evolve
towards new processes or goals; and transformational, a complete rethinking of an
organization’s vision, culture, behavior, dynamic, business model, management
approach, or personnel.

3.1 Multiple theories, multiple permutations

Designing an ethical organization is hard work but a worthwhile and often
necessary endeavor. Ethics are not just a belief problem but a design problem. Given
the range of stakeholder values, thoughts with judgment, incentives, and cultural
norms, organizations must act on principles that satisfy core tenets that align with
stakeholder values. All moral theories from which ethical applications are derived can

29



Conflict Management — Organizational Happiness, Mindfulness, and Coping Strategies

be positioned between two opposing yet non-mutually exclusive tenets: the obliga-
tion of one’s duty and the act of promoting happiness as a consequence. These moral
perspectives, philosophically termed Deontology and Consequentialism, respectively,
each carry a unique set of characteristics for how we act as individuals and with one
another. Generally described, the Deontological reasoning asserts that a theory of
duty holding that some features of actions other than or in addition to consequences
make actions right or wrong, whereas a utilitarian model advocates for actions are
right or wrong according to the balance of their good and bad consequences.

3.1.1 Ethics and values-based decision making

Within a professional atmosphere, broad-stroke fundamental theories are rarely
sufficient to guide ethical considerations in complex decisions that affect employees
with varying values, cultural leanings, religious and ideological affiliations, and
personal morals. In this context, rather, one needs to extend beyond normative ethics
and consider an additional layer of ethical attributes that help guide the complex
dynamics of organizational hierarchy and interpersonal dynamics. These include
stewardship, loyalty, and fidelity. Finally, we examine the concept and application of
principlism, an ethical approach to decision-making that embodies a set of principles
and standards that can be universally applied to moral challenges with the workplace.

Values are not necessarily universal; they reflect the relative morals and personal
codes that individuals assign to their conduct in society. They are also embedded in
political and societal cultures. Social norms are principles or guidelines that guide
action and decisions. These may present tension with normative practices (conven-
tions, customs and ideals). Moral authority and relativism embody emotion and
experiential factors that may contribute to one’s normative approach to ethics.
Cultural values and international differences may also contribute to a social and cul-
tural environment governed by laws, rules and regulations, formal values and norms,
codes of conduct, and policies.

3.1.2 Integrating movals and values

When we discuss morality and values, what does this mean in a practical sense?
The terms are “loaded,” meaning they mean different things to different people. Some
may see morals as personal beliefs shaped by upbringing and experience, and values
are what shape our actions and behaviors. Though morals and values are fundamen-
tal concepts in ethics and play a significant role in shaping an individuals’ beliefs,
attitudes, and behavior, they are different yet closely related.

Morals are principles or standards of conduct, deeply ingrained from cultural,
social, religious, and personal factors, that guide individuals in distinguishing right
from wrong. Morals typically encompass ethical principles and judgments about what
is morally good or bad, right or wrong, virtuous or vicious. They serve as a foundation
for ethical decision-making and provide a framework for individuals to navigate their
actions and interactions with others.

From this foundational perspective comes moral theory, a vast range of philo-
sophical frameworks that aim to understand ethics and guide human behavior
systematically. Moral theory encompasses two fundamental components: the theory
of right conduct (provide guidelines for determining what actions are morally right or
wrong by exploring the concepts of moral obligations and duties) and the theory of
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value (most traditionally accepted that the value of any object or service is transient
and correlated by the work input and cost of resources). By examining these moral
foundations, principles, and practical implications, we can gain a deeper understand-
ing of the complexities involved in ethical decision-making.

Whereas morals focus more on distinguishing right from wrong, values are
broader and encompass a more comprehensive range of beliefs and ideals that
individuals consider significant in shaping their lives and decision-making. Morals
are often derived from, and aligned with, one’s values, but they specifically address
ethical conduct and decision-making. Values are individuals’ fundamental beliefs or
ideals, which influence their attitudes, choices, and behaviors. They assist in prioritiz-
ing and making choices that align with their core beliefs and principles. They reflect
what individuals consider important, desirable, or worthwhile in life. Values encom-
pass various domains such as personal, social, professional, or spiritual aspects and
often include principles like honesty, integrity, respect, compassion, fairness, loyalty,
freedom, equality, and justice.

Illustration: Consider the principle of honesty. Honesty is a moral virtue that involves telling the truth,
being sincere, and avoiding deceit. It is morally right to be honest and morally wrong to lie or deceive others,
and this frame guides individuals in situations where truthfulness is expected or necessary. However, the
application is based on the context of the situation. Is it ever morally justified not to be entirely truthful

or transparent? Consider the value of compassion. Compassion is a virtue that many individuals hold

dear. It involves showing empathy, kindness, and concern for the well-being of others. People who value
compassion strive to alleviate suffering, help those in need, and promote understanding and support in
their relationships and communities. Compassion influences individuals’ choices, such as volunteering for
charitable causes or assisting those facing hardships. In this example, honesty represents a moral principle
that guides ethical conduct, distinguishing between truthful and deceptive behavior. Conversely, compas-
sion represents a broader value reflecting a deep-seated belief in empathy and kindness towards others that
encompasses honesty.

Now consider an example where a moral principle builds on a core value. We would explore respecting
others, which is a key component of corporate diversity, equity, and inclusion programming. The moral
foundation for this topic is non-discrimination, which dictates that individuals should not be treated
unfairly or prejudiced based on characteristics such as race, gender, religion, sexual orientation, or any other
inherent or acquired trait. Non-discrimination upholds the belief that everyone deserves equal treatment
and opportunities, irrespective of their differences. This moral foundation can lead us to respect others, a
core value that emphasizes treating individuals with dignity, acknowledging their worth, and recognizing
their rights and autonomy. It also involves showing consideration, listening attentively, valuing diverse
perspectives, and accepting that not everyone starts at the same starting line. In this example, the moral
principle of non-discrimination provides the foundation for the value of respecting others and providing
supportive conditions to address inequities faced by marginalized or vulnerable populations. Conversely, by
valuing and respecting one’s inherent worth and dignity, the moral principle of non-discrimination extends
that respect further by advocating for just treatment and opposing unfair biases or prejudices.

3.1.3 Moral injury and conflict

Morals and values vary among individuals, cultures, and societies. They are also
subject to interpretation and context; what is considered morally acceptable or valu-
able in one situation may differ in another. Additionally, individuals may prioritize
and interpret morals and values differently based on their experiences, upbringing,
and cultural background.

What happens when we act contrary to our morals and values? Moral conflicts
occur when individuals or groups make decisions or take actions that involve
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conflicting ethical principles or values. These conflicts arise when two or more

moral principles or values conflict, making the determination of the right course of
action challenging. As with morals and values, moral conflicts are contextual, such
as personal dilemmas, professional settings, societal issues, or political determinates.
Moral conflicts often challenge individuals to weigh the importance of competing
moral principles, evaluate the potential consequences of their choices, and make
decisions that align with their values or ethical frameworks. Resolving moral conflicts
requires thoughtful consideration, ethical reasoning, and a willingness to engage

in dialog to find a balance or compromise that minimizes harm and upholds ethical
standards. Several examples briefly highlight such moral conflicts. Consider how you
may choose to act in each case:

1. Honesty vs. loyalty: Imagine a situation where a person discovers that a close
friend has committed a serious offense. They face a moral conflict between being
honest about their friend’s actions, which may result in severe consequences, or
remaining loyal and protecting their friend from potential harm.

2. Autonomy vs. paternalism: In healthcare there may be a conflict between re-
specting a patient’s autonomy (their right to make decisions about their health-
care) and acting in their best interest. For example, a doctor might recommend
a specific treatment they believe is best for the patient’s health, but the patient
refuses it based on their beliefs or values.

3. Utilitarianism vs. individual rights: The ethical theory of utilitarianism
promotes maximizing overall happiness or well-being for the greatest number
of people. However, conflicts can arise when the pursuing of the greater good
clashes with individual rights or freedoms. For instance, a government might
implement a policy restricting certain civil liberties for public safety, leading to a
conflict between promoting the common good and respecting individual rights.

4.Environmental preservation vs. economic development: This conflict arises
when decisions regarding using natural resources or land clash with the moral
value of preserving the environment for future generations or the economic
interests or immediate benefits of exploiting those resources for development or
profit.

3.1.4 Implicit bias and prejudice

Implicit bias and moral injury are two distinct concepts that relate to different
aspects of human behavior and experience. Implicit bias refers to the unconscious
attitudes and stereotypes that individuals hold towards certain groups of people,
which can influence their judgments and actions [5]. These biases are often formed
through socialization and cultural factors and may contradict an individual’s explicit
beliefs or values. Implicit biases can manifest in various domains, such as race, gender,
age, or socioeconomic status, affect decision-making processes, and contribute to
systemic inequalities and discrimination. While implicit bias and moral injury are
separate concepts, some connections may exist between them in specific contexts. For
example, individuals who hold implicit biases against certain groups may experience
moral injury if their biased attitudes lead them to act in ways that contradict their
explicit moral values. Being the target of implicit bias can contribute to moral injury
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if individuals feel devalued or morally violated by the discriminatory treatment they
receive.

It is essential to address both implicit bias and moral injury to promote fairness,
justice, and well-being. Strategies such as awareness training, education, and creat-
ing inclusive environments can help mitigate the effects of implicit bias. Addressing
moral injury requires support and interventions that foster healing, moral resilience,
and restoring a sense of meaning and purpose in individuals who have experienced
moral harm and/or conflict.

3.1.5 Risk-taking behaviors

Risk-taking behaviors are a typical response to coping with or mitigating moral
injury’s effects. These behaviors can take various forms and span a wide range of
actions. People may engage in substance abuse, self-destructive behaviors, impulsive
decision-making, aggression, thrill-seeking activities, or even isolate themselves to
deal with the distressing emotions associated with moral injury. These behaviors serve
as maladaptive coping mechanisms that temporarily escape the overwhelming feel-
ings. Risk-taking or impulsive actions allow individuals to regain a sense of control or
reclaim lost identity and meaning.

When staff members exhibit risk-taking behaviors within an organizational
context, it can have significant impact. The consequences may vary depending on
the nature and severity of the behaviors and the specific industry and circumstances
involved. It may have legal and compliance concerns, such as involving illegal activi-
ties or violations of company policies that can expose the organization to legal and
compliance risks. This may trigger legal recourse, regulatory penalties, damage to
the company’s reputation, and potential loss of business opportunities. Decreased
productivity and performance are noted when staff members engage in risk-taking
behaviors; their focus may shift away from work responsibilities, resulting in
decreased productivity, missed deadlines, poor decision-making, and overall reduced
performance. It can also affect team dynamics and collaboration. Employee morale
and retention may further suffer when staff members engage in behaviors that can
negatively impact overall employee morale and job satisfaction. Co-workers may
feel demoralized, lose trust in their colleagues, or perceive a lack of fairness within
the organization, contributing to increased turnover and difficulties attracting and
retaining talented employees.

3.1.6 Culture impact and psychological safety

Organizations and communities are vital to fostering ethical cultures promoting
accountability and integrity. By implementing ethical codes that outline expected
conduct, providing moral education and training to employees, and establishing
mechanisms for ethical decision-making and oversight, organizations can create an
environment that minimizes moral disengagement and encourages individuals to
uphold their moral values.

Building a culture of psychological safety is essential in this context. When
individuals feel safe to voice their concerns, ask questions, and express their moral
perspectives without fear of reprisal or judgment, it facilitates open dialog and
constructive discussions about ethical dilemmas. Psychological safety nurtures
trust and respect, allowing individuals to openly reflect on their experiences and
engage in collaborative problem-solving to address moral challenges. Furthermore,
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organizations can support employees in their moral growth by offering resources
for moral development, such as workshops, mentoring programs, or opportunities
for shared moral reflection. By actively investing in the ethical development of their
workforce, organizations demonstrate a commitment to fostering an ethical culture
that prioritizes moral decision-making and integrity.

The cultural impact of promoting ethical decision-making extends beyond
the organization itself. Communities can also nurture an ethical environment by
encouraging dialog and reflection on moral issues and creating spaces for shared
understanding and growth. Collaborative efforts involving organizations, educational
institutions, and community leaders can promote ethical behavior and moral devel-
opment on a broader scale. By embracing the importance of psychological safety,
actively supporting individuals in their moral growth, and fostering ethical cultures
at both the organizational and community levels, society can create an environment
that encourages principled decision-making, accountability, and integrity in the face
of moral challenges.

The impact of moral injury on moral decision-making is not static. While moral
injury can initially disrupt decision-making processes, individuals can heal and grow
from moral injuries over time. Seeking support, engaging in moral reflection, and
actively working towards personal growth and repair can restore individuals’ confi-
dence in their moral judgment and enhance their ability to make principled decisions.
At the systemic level, organizations and communities can foster ethical cultures that
promote accountability and integrity. Implementing ethical codes, providing moral
education and training, and establishing ethical decision-making and oversight
mechanisms can help prevent moral disengagement and encourage individuals to
uphold their moral values.

4. Advancing adherence to ethical codes

An organization has an ethical duty to its employees and stakeholders to
develop and maintain a clear vision and communication plan regarding adherence
to ethical codes. These two areas are where intentions and execution can misalign.
As we discussed in previous sections, organizations are complex and depend on
the individual contributions of their employees. However, a company’s biggest
asset is its most significant liability, the individual employee. It is imperative
that an organization clearly define its vision and ethical expectations and then
ensure that its employees align their actions accordingly, which is easier said than
done [6, 7].

* Vision. A well-defined vision sets the tone for ethical behavior by articulating
the organization’s goals, purpose, and values. It also serves as a powerful tool
for setting the tone of ethical behavior within an organization by providing a
framework for decision-making that aligns with its ethical standards. A clear
vision ensures that all stakeholders, including employees, understand ethical
expectations and work towards achieving common goals. The vision statement
encapsulates the long-term aspirations and direction of the organization. It
communicates the desired impact the organization aims to achieve and the
values that underpin its actions. When explicitly stated in the vision, these values
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become a guiding light for ethical behavior. Employees and stakeholders can
refer to the vision to understand the organization’s overarching objectives and
the ethical principles governing their actions. It provides a common language
and a reference point for discussions and decision-making about ethical dilem-
mas. When employees have a clear vision to guide them, they can make choices
consistent with the organization’s values, even in complex situations where
ethical dilemmas may arise.

Communication plan. Effective communication is not just a beneficial aspect
of organizational functioning but a cornerstone supporting transparency, trust,
and accountability within the organization. Through effective communication,
ethical concerns and guidelines can be clearly and consistently communicated
to all employees and stakeholders. Disseminating ethical codes and standards is
crucial in fostering an organizational culture. A communication plan provides
aroadmap for sharing these codes and standards with employees at various
levels and departments. By establishing a communication plan that outlines
channels, protocols, and expectations, the organization can ensure that ethi-

cal concerns and guidelines are effectively communicated and understood

by everyone involved. It would include disseminating the ethical codes and
standards throughout the organization to ensure employees are aware of its
values, principles, and guidelines that govern their behavior. This clarity reduces
the likelihood of misunderstandings, misinterpretations, or ethical lapses due

to ignorance. By establishing open lines of communication, organizations can
foster an environment where employees feel comfortable expressing concerns
and seeking guidance regarding ethical dilemmas. Transparent communication
practices ensure that information about ethical issues, decisions, and processes is
shared openly with employees and stakeholders. When employees access relevant
information, they can make more informed ethical choices and understand the
broader context of their actions.

Accountability. A communication plan sets clear expectations and protocols

for reporting ethical violations and breaches. It establishes mechanisms to hold
individuals accountable for their actions and ensures that the consequences of
unethical behavior are communicated effectively. By doing so, organizations
demonstrate their commitment to upholding ethical standards and show that
unethical behavior is unacceptable. Transparency and accountability are also
enhanced through effective communication, as it ensures that relevant informa-
tion is shared, and individuals are held responsible for their actions. Ultimately, a
culture of ethical behavior is nurtured when communication practices prioritize
transparency, trust, and accountability.

Mitigating conflicts of interest. An organization has a fundamental obligation
to address conflicts of interest to uphold its integrity and maintain the trust of
its stakeholders. Conflicts of interest occur when an individual’s interests or
obligations interfere with their ability to act in the organization’ best interests.
By addressing conflicts of interest proactively and transparently, organizations
can mitigate the risks associated with such conflicts and ensure fair and ethical
decision-making processes.
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Ilustration: GreenTech Solutions is a fictional company that specializes in renewable energy solutions.
GreenTech Solutions understands the importance of ethical conduct in the industry and strives to ensure
adherence to ethical codes within the organization. They have a clear vision that outlines their ethical
practices and expectations: “To become a leader in sustainable energy solutions while maintaining the high-
est ethical standards for our clients, employees, and the environment.” Their vision statement emphasizes
their commitment to environmental stewardship, integrity, and social responsibility. This vision serves as

a guiding principle for decision-making processes and ensures that all employees understand the organiza-
tion’s expectations regarding ethical conduct.

From this, GreenTech Solutions develops a communication plan emphasizing transparency and
accountability. They regularly conduct training sessions and workshops to educate employees about their
ethical standards and the industry’s best practices. They provide channels for employees to voice concerns,
ask questions, and report any ethical violations they may witness. This open communication fosters a
culture of trust and encourages employees to act ethically and responsibly.

If a GreenTech Solutions employee now encounters a potential conflict of interest while working on a
project, a clear vision and communication plan help the employee’s actions; he or she knows that their deci-
sions should prioritize the company’s and its stakeholders’ best interests rather than personal gain. They also
know they can reach out to the designated channels, such as an ethics hotline or their immediate supervisor,
to seek guidance and report the situation.

By having a clear communication plan and vision GreenTech Solutions maintains adherence to ethical
codes within the organization and upholds its reputation in the industry. Their commitment to open
communication and ethical behavior enhances their credibility among customers, investors, and other
stakeholders who value sustainability and responsible business practices.
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* Policies and guidelines. Establishing clear policies and guidelines regarding
conflicts of interest is critical for an organization to address and manage such
conflicts effectively. These policies serve as a roadmap that outlines the orga-
nization’s expectations and procedures for identifying, disclosing, and resolv-
ing conflicts of interest. Clearly communicating these policies to employees
establishes a foundation for addressing conflicts systematically and fairly. The
effective communication of these policies and guidelines is crucial. To achieve
this, an organization should consider training programs, regular communication
channels, and integrating the policies into the organization’s code of conduct or
employee handbook. By providing specific examples and scenarios, employees
better understand what circumstances might give rise to conflicts of interest.

* Transparency and disclosure. Organizations must promote and require
transparency and disclosure. Employees should be encouraged and required to
disclose any actual or potential conflicts of interest, including financial interests,
personal relationships, or other external affiliations that could compromise their
objectivity or impartiality. Organizations can effectively identify and manage
conflicts of interest by creating an environment where disclosure is valued and
protected. When conflicts of interest are identified, organizations have a duty to
assess and manage them appropriately. For example, employees with a conflict
are asked to recuse themselves from this decision-making process.

* Education. Proactive and ongoing education programs about conflicts of interest
and their potential consequences are critical. Training programs and workshops
can raise awareness about the ethical implications of conflicts and guide how to
identify and manage them effectively. Fostering a culture of ethical awareness
empowers employees to make informed decisions and act in the organization’s
best interests.
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* Fairness and equity. These critical concepts pertain to treating individuals
justly and ensuring equal opportunities, access, and treatment for all orga-
nization members. Organizations prioritizing fairness and equity create an
ethical environment that promotes inclusivity, diversity, and respect. Fairness
refers to the fair and unbiased treatment of individuals within an organiza-
tion. It entails making decisions and allocating resources free from favoritism,
discrimination, or bias. Fairness ensures that individuals are treated equitably
based on objective criteria and relevant qualifications. This principle extends to
various aspects of organizational life, such as hiring and promotion processes,
compensation and benefits, performance evaluations, and disciplinary actions.
Conversely, equity focuses on ensuring that individuals have equal access to
opportunities, resources, and benefits. It recognizes that individuals may
have diverse needs, circumstances, and backgrounds. Moreover, fairness and
equity align with legal and ethical standards. Organizations are responsible
for complying with laws and regulations that promote equal employment
opportunities and prevent discrimination. Ethically, fairness and equity reflect
principles of justice, human rights, and social responsibility. By incorporating
fairness and equity into their ethical framework, organizations demonstrate
their commitment to upholding these principles and contributing to a just and
inclusive society.

* Psychological safety. Fostering an environment of psychological safety is
closely intertwined with organizational ethics. Psychological safety exists in
an environment where individuals feel safe to express their opinions, ideas,
and concerns and can take interpersonal risks without fear of retaliation or
punishment. Nurturing psychological safety can significantly contribute to
upholding ethical principles and practices because employees feel empowered
to raise questions, share their perspectives, and challenge unethical practices
without fear of judgment. Conversely, an environment that allows for psycho-
logical fear is likely to see an increase in stress, anxiety, and fear levels in the
workplace.

Illustration: HealthFirst Hospital recognizes the importance of addressing conflicts of interest to maintain
the trust and integrity of its healthcare services. The organization has a clear policy outlining what consti-
tutes a conflict of interest and providing guidelines on managing such situations. The Compliance Officer
knows Dr. Smith, a highly regarded specialist at HealthFirst Hospital, has a financial interest in a phar-
maceutical company that manufactures a specific medication. The hospital’s policy requires all healthcare
professionals to disclose any financial interests that may present a conflict of interest.

Upon learning about Dr. Smith’s financial interest, the Compliance Officer initiates a process to
examine the potential conflict, establishing an independent review committee comprising members
with no financial ties to the pharmaceutical company to evaluate the situation objectively. The com-
mittee carefully examines the conflict, considering factors such as the potential impact on patient care,
the available alternatives, and the extent of Dr. Smith’s financial interest. Based on the committee’s
assessment, it is determined that there is a potential conflict of interest that could compromise impartial
decision-making.

The Compliance Officer discusses the conflict with Dr. Smith and requests that he either recuse himself
from any decision-making processes involving the prescription and promotion of the medication or that
patients are made aware of the conflict and its extent if he plans to prescribe it. These options ensure that
patient care remains the top priority and is not influenced by personal financial considerations.
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5. Conclusion

Establishing a culture that promotes ethical decision-making is another crucial aspect
of managing conflicts effectively. Organizations must provide employees with the neces-
sary tools, resources, and training to navigate ethical dilemmas. This includes developing
and disseminating a comprehensive code of conduct, establishing clear policies and
procedures, and fostering a supportive environment encouraging ethical behavior and
open discussions about moral challenges and dilemmas. Furthermore, creating environ-
ments that prioritize ethical conduct, open dialog, and supportive structures can restore
moral decision-making capacities. Organizations and communities can foster a culture
that encourages reflection, provides opportunities for moral development, and offers
spaces for individuals to discuss and process their moral struggles. Such environments
are bound to support individuals in rebuilding their moral decision-making capabilities
and mitigate the risk of future moral injury. By actively nurturing a culture that pro-
motes psychological safety, values diverse perspectives, encourages ethical behavior, and
provides the necessary support structures, organizations create an environment where
conflicts are approached constructively. This culture facilitates open dialog, collaborative
problem-solving, and the resolution of conflicts in a manner that upholds the well-being
of individuals and the organization as a whole.

While conflict in the workplace cannot be eliminated entirely, organizations can
adopt strategies to manage and resolve them effectively. Encouraging open and honest
communication, active listening, and respectful dialog can facilitate understand-
ing and empathy among conflicting parties. Conflict resolution techniques such as
negotiation, mediation, and compromise can help find mutually acceptable solutions.
It is essential for organizations to proactively address these underlying factors and
implement effective conflict management strategies to minimize the negative impact
of conflicts and foster a healthy and productive work environment.

Morals and values serve as guiding principles that shape individual and organiza-
tional ethical perspectives, influence their behavior, and contribute to the formation
of integrity that is rooted in the mission, vision, and perception of stakeholders.
Practically they provide a framework for individuals and organizations to evaluate
actions, make moral judgments, and strive for a meaningful and virtuous impact on
one another and society as a whole.

6. Case study: “Who gets the vaccine?”

The following case study presents a real-world illustration of an organizational issue
surrounding fair and equitable distribution of services within a public health context.
Although identifiers have been removed, the specifics reflect realistic ethical challenges
and considerations when resolving complex ethical conflict within an organization.

Situation and background

A 22-year-old college student named Maria with a compromised immune system
is at risk of respiratory infections, for which she has been periodically hospitalized
since she was a child. The student is a candidate to receive a vaccine to protect against
an emerging virus, which can mitigate her risk of contracting the virus, leading to
health complications, hospitalization, and even death.
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Nationwide shortages have resulted in the vaccine available in limited quantities,
forcing clinics and health care providers to make the difficult decision of allocating
the available resources to the populations in greatest need. To complicate matters,
the decision is at the discretion of the provider or at the organizational level, deter-
mined by a system-wide policy. Maria’s clinic, where is a patient, is affected by this
reality.

Key ethical questions

1. How should Maria’s clinic or physician decide who gets the available vaccine in
an ethical manner?

2. What considerations should be factored into which populations ought to be
prioritized?

3.Is this decision fair and equitable, or does it unfairly advantage some individuals?

4.How should personal values and professional obligations be balanced, and how
does cost compared to clinical need play a role?

5. What are the immediate (patient) and extended (society) implications?

Ethical analysis

The decision to fairly allocate limited resources, particularly in a health care
environment or organization, is especially challenging. The complexity of the situa-
tion is compounded by considering multiple factors: personal values of the clinicians,
professional obligations to patients and customers, institutional policies and com-
pliance that are expected to be enforced, the safety and risks of others that may be
affected by extension of the decision (i.e., children, family members, co-workers, the
public), and clinical or medical necessity. An additional practical layer of factors is of
consideration with any organizational enterprise, namely cost and resources. There
are several traditional approaches to this challenge:

* Thelottery method. This model allows for chance to determine who receives the
vaccine, based on a blinded system of selection. This approach offers a seemingly
fair method of distribution, but it may inadvertently favor those who need the
vaccine the least while simultaneously disadvantaging those who have most to
benefit

* First-come, first served. Perhaps the most common and arguably fair method
of distribution, this model favors those who take the initiative to seek out the
vaccine based on their need and urgency. In an ideal situation, this approach
would benefit those who require the vaccine with greatest urgency, yet in reality
such efforts are predicted on the ability of a patient to access their provider in
a timely manner. Given real-world challenges of time, money, work and family
conflicts, and means of transportation, this model can disadvantage those with
limited resources.
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* Clinical need. Unlike the other two models, this approach seeks to prioritize the
decision based on an objective measure. Allowing the health care provider to
determine the need based on his or her professional discretion helps to limit the
influence of implicit bias and external factors while relying on professional duty
to the patient and society.

Outcome

The decision to fairly allocate vaccine supply was determine on a tiered model,
weighted by population risk:

* The initial distribution of the vaccine was limited to those who were most sus-
ceptible to health risk: healthy children 2 years and older and healthy household
members who have infants younger than six months of age

* The next tier was allocated to high-risk groups such as pregnant women, house-
hold members and caregivers for children younger than 6 months of age, health
care professionals, and high-risk individuals with chronic medical conditions or
comorbidities

* Given her risk category, Maria was placed in the “medical need” tier and was
able to receive the vaccination before the general patient population of the same
clinic. In a fair and equitable manner, this decision requires that Maria meets her
ethical contractto appear on time for her vaccination

Questions for discussion

* How would the decision change if an at-risk elderly individual is unable to afford
transport to the clinic?

* How might the decision change if a low-risk individual appeared first and offered
to pay a premium amount for the vaccine? Does it change your decision knowing
that this payment can be used to treat other (or more) patients in the clinic?
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Chapter 3

Emotional Intelligence and
Coping with Daily Stress in the
Academic/Work Environment

Ana Maria Movales-Rodriguez
and Francisco Manuel Movales-Rodriguez

Abstract

The COVID-19 pandemic has impacted the emotional dimension: its positive
aspect and emotional regulation, as well as its negative internalized symptoms of
stress, anxiety, and depression. This study’s objective was to evaluate these emotional
aspects and the most commonly employed strategies for coping with daily stress and
facing conflicts in the academic/work environment in a sample of university students.
For this, a cross-sectional quantitative design was used. Instruments were adminis-
tered to evaluate these constructs, whose interrelationships were made known, by
pointing out the importance of designing programs for providing training on coping,
that focused on emotions in the university environment.

Keywords: emotional intelligence, social skills, coping, university happiness, conflict

1. Introduction

Coping is defined by Lazarus and Folkman [1] as “constantly changing cognitive
and behavioral efforts to manage specific external and/or internal demands, that are
appraised as taxing or exceeding the resources of the person.”

In a recent systematic review, Gonzalez Moreno and Molero [2], examined the
various coping strategies used in the face of social conflicts and found that seek-
ing social support was the most appropriate strategy for coping with daily stress.
Similarly, other studies such as Rodriguez et al. [3] found that social support and
problem solving were among the adequate coping strategies employed. Likewise,
Coban [4] found that problem solving and social support were functional coping
strategies employed by Turkish students.

The use of productive or functional coping strategies is associated with higher
levels of psychological adjustment [5-7].

The university environment is one of the areas that can generate more stress
among young people [8-10], especially during the pandemic [6]. Herndndez de la
Hera etal. [8], in the research led by Dr. Morales, evaluated a sample of a total of
276 university students averaging 19.92 years old, most of them female, that were
given tools to evaluate mathematic anxiety, attitude toward mathematics, general
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self-efficacy and attitudes toward statistics: (1) scale of attitude toward mathematics
[11]; (2) scale of attitude toward statistics [11]; (3) scale for assessing math anxiety

in secondary education (SAMAS) [12]; (4) general self-efficacy scale (EAG) [13, 14].
They found that anxiety (be it anxiety before the exams or anxiety toward learning
mathematics and statistics in general) was predictive of the variable attitudes toward
mathematics and statistics. Using an artificial intelligence-based analysis with the
creation of an artificial neural network, it was also found that the general self-efficacy
variable had a positive impact on the dependent variable attitudes toward mathemat-
ics and the variable attitudes toward statistics. The same results were also obtained for
the sample of secondary education students who took part in this study.

Another study was carried out in the same year by Martinez et al. [9], where a
sample composed of 290 participants took part. This study had the aim of examining
the possible relations that existed between the variables self-esteem, stress levels,
resilience, and coping skills by using an artificial intelligence-based model with
instruments such as (1) ad hoc sociodemographic questionnaire; (2) Rosenberg
Self-Esteem Scale designed by Rosenberg [15], (3) Spanish version of the Perceived
Stress Scale (PSS) [16, 17]; and (4) Brief Resilient Coping Scale [18]. It designed an
algorithm capable of predicting self-esteem levels based on the variables of resilience,
coping mechanisms, and other sociodemographic variables. In this study, which used
an ex post facto design, the findings were that both the perceived levels of stress and
resilience were variables with predictive ability over the self-esteem variable. This
leads us to consider the importance of training in healthy coping strategies in early
childhood education [19].

Other previous studies have also shown that the academic context can be one of
the contexts that generate stress and anxiety in university students [20]. Morales and
Morales-Rodriguez [20] assessed anxiety levels in a sample of 203 university students
from the Faculties of Psychology and the Faculty of Education Science, most of them
female, who were given a State-Trait Anxiety Inventory (STAI) [21, 22] as an instru-
ment, in which they found that fourth-year undergraduate students had higher levels
of anxiety compared to students in lower years, although they did not find statisti-
cally significant differences in anxiety levels according to gender.

The following is an analysis of two recent studies which show that in order to
promote adequate psychological adjustment and social and academic adaptation, it is
necessary for psychoeducational intervention programs to include variables such as
the promotion of resilience and the appropriate use of stress coping mechanisms that
allow for adequate emotional management in university students and future teachers
to avoid situations of burnout and maladjustment [23, 24].

Moreno-Lucas [23] in a sample of 401 participants of whom the majority
(70.6%) were women, were given an instrument to assess burnout (Maslach Burnout
Inventory (MBI)) [25], Spanish version by Salanova et al. [26], and another to assess
resilient coping (Brief Resilience Coping Scale (BRCS), scale by Sinclair et al. [27]
and adapted to Spanish [28]). It was found that the resilience variable correlated
inversely with variables such as emotional exhaustion and stress in this sample of
participants. Along the same lines, Martinez-Ramén et al. [23] carried out a study in
which they demonstrated the need to take into account the effects of variables such
as gender when assessing these dimensions and found statistically significant differ-
ences in the variable emotional exhaustion according to gender. Specifically, in this
study [23], higher scores were found in the emotional exhaustion variable in women
compared to men.
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Another research was carried out by Morales [29], in which a sample of subjects
participated with the main objective of examining whether there were relationships
between the coping strategies variable and other constructs such as emotional intel-
ligence and social skills variables. For this purpose, after the corresponding request
from the Ethics Committee of the institution, the following instruments were used:
(1) Social Skills Questionnaire by Torbay, Munoz de Bustillo, and Hernandez [30]; (2)
Multidimensional Self-Concept Scale (AF-5) by Garcia and Musitu [31]; (3) Coping
Scale (CS) by Morales et al. [32], and (4) Trait Meta-Mood Scale (TMMS-24) [33] to
assess emotional intelligence adapted by Ferndndez-Berrocal et al. [34]. In this study
[29], the following most relevant results were found: (a) the existence of statistically
significant relationships between the functional coping strategies variable and the
emotional intelligence variable; (b) statistically significant correlations between the
productive coping strategies variable and the social skills construct; and (c) statisti-
cally significant correlations between effective or adaptive coping strategies and the
academic self-concept variable in the sample of participants in this study. Also, direct
positive effects were found for some of the dimensions of the self-concept variable
and the social skills variable on strategies considered as productive coping strate-
gies, such as the “information seeking” strategy. This study [29] already indicated
the importance of continuing with studies that are increasingly emerging in which
mindfulness is taken into account in some way with the appropriate self-knowledge
and management of emotions.

Precisely, as indicated at the end of the previous paragraph, it is of interest to focus
on some of the studies that deal with the possible relationships between emotional
skills and mindfulness. In the work of Moscoso [35], it is shown that emotional intel-
ligence mediates between mindfulness and the increase of positive emotions, with the
benefits that this entails for people’s well-being. It is also indicated in this review [35]
of literature in Educational Sciences and Psychology that the practice of mindfulness
can contribute to the improvement of people’s emotional skills. We are referring to the
term mindfulness as “the practice of intentionally focusing attention on the present
moment without making value judgements” (Kabat-Zinn [36], cited in Moscoso
[35]). Moscoso and Legancher [37] also point out in this review of scientific literature
that in mindfulness, two components can be distinguished that are involved in some
way in the process of emotional regulation and changes in the individual’s perception,
such as the following elements:

1.Minimizing value judgments;
2.Self-regulating attention in the present moment.

Moscoso [35] also states in this literature review that it is the “sustaining of
attention” in the emotions and thoughts of the experience of the present moment, an
important aspect from a model centered on mindfulness, that influences the regula-
tion of emotions.

Along these lines, research by Teal et al. [38] also shows that both mindfulness and
emotional intelligence are constructs that tend to be present in one way or another
in programs to improve people’s well-being. Specifically, in their research [38], they
examined the relationships between emotional intelligence, dispositional mindful-
ness, and well-being in a sample of 294 individuals aged between 13 and 17 years who
were administered the following assessment instruments:
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1. The SUEIT-A/the Adolescent Swinburne University Emotional Intelligence Scale
(SUEIT-A) instrument by Luebbers et al. [39] consists of four subscales for the
assessment of emotional intelligence: (a) Emotional Management and Control,
(b) Emotions Direct Cognition, (c) Understanding the Emotions of Others, and
(d) Emotional Recognition and Expression.

2.Lyubomirsky and Lepper’s SHS instrument, the Subjective Happiness Scale [40]
to assess the Happiness construct. It is a scale with adequate psychometric prop-
erties of reliability and validity.

3.The General Health Questionnaire (GHQ-12) by Goldberg and Hillier [41] for
the assessment of Psychological distress.

4.The Mindfulness Attention Awareness Scale for Adolescents (MAAS-A) by
Brown et al. [42].

In this study [38], statistically significant positive correlations between the dis-
positional mindfulness variable and the subjective happiness variable were found. In
contrast, the results of this study [38] showed statistically significant inverse correla-
tions between the dispositional mindfulness variable and the psychological distress
variable. This result, as also shown in this study, is congruent with other previous
research in which negative correlations are also found between dispositional mind-
fulness and mood disorders such as anxiety and depression [43]. Similarly, another
study [44] focused on investigating how adaptive emotion regulation and mindful-
ness might affect adjustment to stressful situations in the transition to university in a
sample of 158 undergraduate students at the University of Connecticut, 80% of whom
were female and who completed online surveys at the beginning and end of their first
semester. Specifically, they completed the Cognitive and Affective Mindfulness Scale-
Revised (CAMS-R) from [45], The Difficulties in Emotion Regulation Scale (DERS)
from [46], The Depression, Anxiety, and Stress Scales (DASS-21) from [47], and The
FACIT-Sp-Non-Illness version [48, 49] which allows for the assessment of Spiritual
well-being, finding statistically significant positive correlations between the adaptive
regulation of emotions and the well-being variable.

In the work of Azpiazu et al. [50], the relationships between social support and
emotional intelligence were studied in a large sample of 1543 subjects aged between
11 and 18 years, 52.81% of whom were female, using as instruments the Teacher and
Classmate Support Scale of the Health Behavior in School-aged Children by Torsheim
et al. [51]; the Trait Meta-Mood Scale-24 (TMMS-24) emotional intelligence scale,
which is the same as the one used in our study and was adapted by Fernandez-
Berrocal et al. [52]; and another instrument to assess social support, the Family and
Friends Support Questionnaire (AFA), by Gonzdlez and Landero [53]. In this study
[50], the social support variable was found to be a relevant variable with predictive
capacity for the emotional intelligence variable in both the sample of women and the
sample of men. Specifically, in the sample of men, the results showed that emotional
support was one of the variables with the highest predictive capacity for adequate
emotional regulation, while support from friends was the factor with the highest
predictive capacity on the dimensions of the emotional intelligence construct called
the clarity of feelings and emotional attention in the sample of men.

Conversely, in the female sample, the results of this study [50] show that family
support is the variable that most predicts emotional clarity and emotional regulation,
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while peer support such as friends is the one that most predicts the subdimension of
emotional intelligence construct called emotional attention. Thus, the importance of
the main agent of primary socialization, the family, and the main agent of secondary
socialization, the school, is evident in this study.

Precisely, the present study’s aim was to evaluate the coping strategies used by a
sample of university students to deal with conflicts in the academic/work environ-
ment, and its possible relationship with the emotional intelligence variable.

2. Methods
2.1 Participants

The participants were 73 university students. The majority were women between
the ages of 18 and 24 years.

2.2 Instruments

Coping Strategies Inventory (CSI) [54]; adaptation in Spanish Cano-Garcia et al. [55].

It is a scale consisting of 40 items with a Likert-type response format. It has
adequate psychometric properties of reliability and validity, with its « ranging from
0.75 to 0.88. An example of an instrument item is: “I coped with the problem.”

Trait Meta-Mood Scale (TMM-24); Ferndndez-Berrocal et al. [56] for the assess-
ment of emotional intelligence. It consists of 24 items with a five-step Likert-type
response format. It has adequate psychometric properties (a = 0.90). An example of
this scale’s item is: “I pay a lot of attention to feelings.”

2.3 Procedure

The questionnaires were administered collectively in the different classrooms. This
study received a favorable report from the University of Granada’s Ethics Committee
in Human Sciences. Anonymity and confidentiality of the information were guaran-
teed after obtaining the consent of the study’s participants.

2.4 Data design and analysis

A quantitative design was used. Descriptive analyses and bivariate correlation
analyses were performed to analyze the relationship between the variables.

3. Results

With respect to the results, it can be highlighted when the students were
specifically asked about a problem in their academic or work environment, and their
most used coping strategies were: solving the problem and seeking social support.
Specifically, for the active solution strategy, the mean was 15.47, and standard devia-
tion was 3.37; for social support, the mean was 15.37, and standard deviation was 3.59;
for emotional expression, the mean was 13.7 and standard deviation was 4.24; for self-
criticism, the mean was 12.46 and standard deviation 3.9; for cognitive restructuring,
the mean was 13.68 and standard deviation 3.77; for problem avoidance, the mean was
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10.94 and standard deviation 4.33; and finally for social withdrawal, the mean was
11.15 and standard deviation 3.67.

Regarding the relationship between the study variables, it can be highlighted that
statistically significant positive correlations were found between the total scores in
the use of coping strategies in the face of work-related problems and the emotional
intelligence variable in this sample of university students (r = .47, p <.01).

4, Discussion and conclusions

This study’s aim was to evaluate the strategies most frequently used in the work/
academic environment by university students for coping with daily stress. Likewise,
the relationships between the variables, strategies for coping with stress in the face of
work or academic conflicts, and emotional intelligence were analyzed.

When faced with a problem in the academic and/or work environment, problem
solving, and social support were the coping strategies most frequently employed by
the present sample.

These are coping strategies considered a priori as productive or functional [32].
Likewise, another study [57] found that the problem-solving strategy is one of the
most commonly used coping strategies in certain situations of daily stress.

The results show the existence of statistically significant associations between the
total scores of the various coping strategies for academic/work stress and emotional
intelligence. This result can be considered congruent with other previous studies that
highlight the importance of emotional intelligence, given its possible relationship
with the use of one or another coping strategy [58], as well as its implications for
educators, as indicated by Mayer and Salovey’s model [59].

Other theoretical models that are somehow in line with the results obtained in this
study can also be found. For instance, the model reflected in the study carried out by
Downey et al. [60] points to the existence of links between coping strategies and the
intrapersonal emotional intelligence variable, which may become one of the relevant
psychoeducational variables for the adequate management of everyday stress and
adversity in children and young people. By the same token, in the research carried out
by Wang et al. [61], they found that self-efficacy was a mediating variable between
active coping with stress and emotional intelligence.

A limitation of this study to be noted is that it was a cross-sectional study. It is
also necessary to continue expanding the sample. Additionally, as a future line of
research, the relationships with other psychoeducational variables or constructs could
be analyzed. For example, applying other questionnaires validated more specifically
in the Spanish context, such as the questionnaire adapted by Munduate et al. [62] to
assess interpersonal conflict management style and its relationships with the typology
of coping strategies for coping with daily stress. Possible relationships could also be
analyzed using a more complex multivariate model with the mindfulness variable, as
in the study by Pérez-Yus et al. [63].

5. Conclusions

It can be concluded that conflict resolution and social support were the strate-
gies used by the present sample for coping with daily stress in the academic/work
environment.
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The information obtained in this research is considered useful for designing
training actions and programs for the prevention of daily stress, especially consider-
ing that fewer studies have evaluated the scores of coping strategies most used in the

face of daily stress problems in the work or academic environment, compared to other
conflicts or major problems.
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Chapter 4

Changes in Mindfulness Attitude
after Parent-Child Interaction
Therapy Skills Acquisition:
Comparison of Mindfulness
Attitude before and after the
Parent—Child Interaction Therapy
40 Hours Basic Training

Tomoko Kuniyoshi

Abstract

I conducted this study to verify that the acquisition of PRIDE skills, an important
skill for building good parent—child relationships in parent—child interaction therapy
(PCIT), is associated with mindfulness attitude formation. PCIT, which was developed
by Eyberg in 1974, is a behavioral therapy based on play therapy in which a therapist
provides live coaching from a separate room while parents and children are playing
in the same room to improve the parent—child relationship and children’s problem
behaviors. The original and unique feature of my study is that I discussed PRIDE skills
and mindfulness from the perspective that both are related to attentional control func-
tions. The mindful attention awareness scale (MAAS) Japanese version was used as a
measure of mindfulness. I compared the MAAS score of seven graduates who mastered
PRIDE skills before and after 40 hours of PCIT International Prescribed Training
Workshop, and as a control group, I compared the MAAS score of six non-training
participants. As a result, the MAAS score had a significantly decreased tendency only
in the PCIT group. It was suggested that mindfulness tendency may have increased
in the PCIT group. PCIT may contribute to mindfulness attitude formation through
improved attention and awareness. This study was approved and conducted by the
Ethics Committee of the Faculty of Human Sciences, Kobe College. There are no
conflicts of interest.

Keywords: PCIT, mindfulness, PRIDE skills, MAAS, attention control, small-group
comparative study

1. Introduction

I conducted this study to examine how the acquisition of skills for improving
parent—child relationships (PRIDE skills) in PCIT: parent-child interaction therapy,
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promotes mindfulness attitude formation. This chapter presents the results of this
study. Although studies on PCIT and mindfulness have existed to date, there are stud-
ies that argue against the two, as to whether PCIT or mindfulness techniques are more
effective in improving caregivers’ mental stability and children’s problem behaviors
(e.g., [1,2]). I have not been able to find a study, at least at this time, that attempts to
link PCIT and mindfulness in terms of “attentional functioning” by focusing on the
similarities between the two functions, as my study does.

First, this is a unique perspective of this study. This study is only a comparative
study with a very small sample. However, this study does indicate the possibility that
the ability of skill users to observe and continuously verbalize their children’s behav-
ior tends to enhance the mindfulness attitudes of the users.

In this chapter, I begin by providing an overview of PCIT and the “PRIDE skills”
used in the first half of PCIT, child directed interaction (CDI), which is an important
premise for this study to facilitate the reader’s understanding. PRIDE skills are a pow-
erful tool for improving the relationship between caregivers and children and are one
of the key components of this study. Therefore, I will first explain the skills and then
provide a brief description of mindfulness. Next, I present the purpose, methods,
results, and discussion of this study. This is because a basic understanding of PCIT
and mindfulness is essential to the structure of this study.

Through this study, the reader will understand that the psychological functions
embodied in the PRIDE skills of PCIT are related to mindful parenting attitudes.
Furthermore, I believe that through this study, I was able to articulate the very
abstract attitude of mindful parenting as a concrete behavior in the form of the
PRIDE skills and provide a course of action that will help increase the practicability of
mindful attitude formation for caregivers.

2. Outline of PCIT
2.1 Whatis PCIT?

Imagine a mother and her child happily playing together in a certain small play-
room. The room is equipped with a one-way mirror, and a therapist in an adjacent
observation room speaks to the mother wearing earphones, “Let’s praise the child,
saying, ‘You built a wonderful castle’” The mother repeats the therapist’s words and
says to the child at her side, “You made a lovely castle.” The praised child smiles at
the mother and concentrates on playing again, building more and more gorgeous
castles. The mother’s face lights up as she sees her child smiling and concentrat-
ing on his play. The therapist says, “Mother, you did very well with your labeled
praise!” and praises the mother for her efforts.

This is a typical scene at PCIT. A first-time observer would have no idea that this
child has been diagnosed with ADHD and that just a few weeks ago, his mother was in
trouble because of his terrible tantrums.

PCIT is a behavioral therapy based on play therapy in which a therapist provides
live coaching from a separate room while parents and children are playing in the same
room, as shown in Figure 1, to improve the parent-child relationship and children’s
problem behaviors. PCIT was developed by Eyberg of the University of Florida in
1974. Findings that it is effective in reducing parental re-abuse rates to 20% [3] have
increased the reputation of PCIT throughout the United States. After years of empiri-
cal research and refinement, PCIT has been reported to improve children’s problem
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Figure 1.
PCIT vole play in practice (therapist is skill coaching the parent role).

behaviors, especially behavioral disorders such as externalizing aggressive behaviors
[4], and meta-studies have also reported high efficacy [5]. Furthermore, it is ranked
as a “well-established treatment” in the American Psychological Association’s
evidence-based treatment guidelines [6]. Van der Kolk, a world authority on trauma,
promotes the practice of PCIT at his trauma center, and Putnam, a leading dissocia-
tion researcher, has recommended PCIT in a lecture in Japan as effective in treating
trauma and preventing abuse in children.

As shown in Figure 2, PCIT has an extremely high efficacy rate of d = 1.65 [7],
indicating that it is outstandingly effective compared to medication, CBT, or other
psychotherapies.

PCIT International d=1.65

(Graduated from PCIT)
Lieneman et al. (2019)
3 /
\ Oregon PCIT d=0.70
PCIT International (= 4 sessions, left treatment early)
Effect Sizes N = 1,437 Lieneman et al. (2019)
Oregon Families
(N = 914 attended Stimulant Medication*
> 4 sessions) M mg_: 33]67 )
CBT*d=066
OHA & WWU il don bt )
Analytics Teams Incredible Years*
(2019) d=0.50
Menting et al. (2013
\ 2 Ll I * meta-analysis, worldwide
What does an effect size mean? Tripla Pt
d = .20+ = Small effect d=0.35-057
d = .50+ = Medium effect Nowak et al.
d = .80+ = Large effect _ (2008)
ild-Ce Th
i ; Ny Slide adapted from :
OHA= Oregon Health Autherity, Child and Family Behavioral Ray etal Oregor
Heailth, WVU= West Virginia University, Department of I |
Psychology University of Arkansas for Medical Sciences e alth

Figure 2.
Efficacy vates for each treatment. (Adapted from PCIT International Website: https://www.pcit.org/.)
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PCIT is a behavioral therapy based on operant conditioning, but especially in
the first half, it emphasizes the caregiver’ receptive involvement in child-initiated
play and stabilizing the psychological state of the child and parents by strengthen-
ing attachment relationships. As shown in the photo at the beginning of this article,
PCIT uses a method whereby the therapist provides live coaching from a separate
room to parents wearing earphones through a one-way mirror (or through a computer
screen when using the Internet) and gives specific, direct advice to parents on how to
interact with their children. The therapist does not directly intervene with the child,
but rather, the parent is asked to engage with the child using good skills, and the
therapist supports the parent in a nested structure. This way of having the caregivers
themselves develop the skills to observe the child and intervene specifically is what
makes PCIT unique. In this study, I focused on the PRIDE skills, which are acquired in
the first half of the CDI and used by parents on a regular basis throughout the therapy
and which are considered to be the most important skills for forming parent—child
attachment and improving the good relationship.

2.2 Structure of PCIT: CDI and PDI

PCIT consists of two steps. The first half is CDI, and the second half is PDI
(parent-directed interaction). As mentioned above, in the first half of the CDI,
caregivers receive 30 minutes of coaching in each session to learn PRIDE skills (see
below) and promote receptive interactions in order to rebuild the parent—child
relationship. Then, caregivers move into PDI, where they learn how to appropriately
control the child, including effective time-outs for modifying the child’s behavior
and how to give effective instructions. The extent of caregiver skill acquisition and
improvement in the child’s problem behavior is confirmed through assessment with
the ECBI (Eyberg child behavior inventory) and DPICS (dyadic parent—child interac-
tion coding system). The caregiver receives feedback from the therapist on the results
of the assessment, allowing the caregiver to monitor his or her own growth and
changes in the child as the therapy progresses. Thus, PCIT is a highly structured and
systematic treatment program with a standardized and detailed protocol and manual.
However, what is interesting about PCIT is that the therapist intervenes only with the
caregiver and not directly with the child. In other words, PCIT is a training program
for caregivers to practically improve their own observation skills and responsiveness
to their children through coaching.

2.3 Skills in CDI

The PCIT descriptions presented in this paper are based on the PCIT Protocol [8]
and the Abbreviated Manual for Dyadic Parent-Child Interaction Coding System,
Clinical Manual Fourth Edition [9].

The goal for caregivers to achieve in the CDI is to master the PRIDE skills (Do
skills) (Table 1) and eliminate the AVOID skills (Do not skills) (Table 2). The PCIT
sets clear criteria for skill acquisition, and once caregivers have met those criteria, he
or she can move on to the next stage, PDI. In CDI, the caregiver enters the playroom
each time with the child and follows the child’s lead in playing together. This time
when the caregiver plays with the child using PRIDE skills and follows the child’s lead
is named “special play time,” and the caregiver is given homework to practice the
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PRIDE skills Explanation and effects Examples
P * Give children “Concrete praise” for positive “You picked a great color!”
Labeled Praise behavior. “You take good care of your pen!”
* Increase praised behavior and boost the child’s I'm glad you are playing quietly:
self-esteem.
R * Repeat the child’s appropriate “words” Child: “I made a big castle!”
Reflect « It allows the child to lead the conversation, Mothe{': ;('ou .made 2 b;g castle!
shows that the parent is listening, and promotes (A .Cat is sleeping nearby.)
e s Child: “Cute cat!”
the child’s ability to speak. P . .
Mother: “Cute cat taking a nap!
I * Imitate the appropriate “play or action” of the If a child draws a tree, the parent
Imitate child. draws a tree as well.
* Imitate has the function of focusing the parent
on what the child is doing, allowing the child to
lead the play.
D « Explain appropriate child behavior. A child has picked up a red crayon
Behavior Li and is drawing an apple.
e * Live coverage -
Descriptions Parent: “You have taken the red
* BD can let the child know that the parent is crayon and are drawing an apple”
interested in and paying attention to the child.
Child can maintain attention to his or her
activities.
E * Enjoying special play time with the child. Gentle body touch, laughter, and
Enjoy warm tone of voice to the child.

* The parent can let the child know that he or she
is enjoying time with the child.

Partially modified from Kuniyoshi [10].

Table 1.
PRIDE skills.

skills at home by conducting “special play time” with the child for 5 minutes each day.
In the playroom, the caregiver wears earphones and receives instructions from the
therapist, who observes the parent and child through a one-way mirror, about their
interactions as appropriate. Prior to each coaching session, the therapist conducts

a 5-minute coding session to determine which of the caregiver’s PRIDE skills are

developing and which are weak and, based on the results, sets goals for each session
and conducts coaching for approximately 30 minutes. The therapist also uses PRIDE
skills throughout the therapy, talking to the caregiver, encouraging the caregiver,
and consistently giving specific praise. In other words, PCIT cannot be successfully
implemented unless the therapists themselves have mastered the PRIDE skills. The
criteria for the mastery of PRIDE skills are discussed below.

<About PRIDE Skills>
PRIDE skills are the five skills listed in Table 1 which are desirable skills for build-
ing parent—child relationships.

* P (Labeled Praise): Specific praise for appropriate “behavior” of the child.
(Praise helps children build self-esteem and feel accepted. The child learns what
behavior is appropriate and will repeat positive behaviors.)
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R (Reflect): The caregiver repeats the child’s appropriate utterances.

(Reflect is a skill that allows the child to lead the conversation and promotes
the child’s ability to speak by showing the child that the caregiver is listening

properly).

I (Imitate): This is the skill of imitating the child’s appropriate play (action).

(Imitate allows the caregiver to focus on what the child is doing.)

D (Behavior Descriptions): Describing the child’s appropriate behavior. The

caregiver provides a “play-by-play” account of the child’s behavior as if the
caregiver were an announcer (letting the child know that the caregiver is inter-
ested in and paying attention to the child). The child is able to maintain attention
to his or her activities by having the caregiver’s attention.

E (Enjoy): Enjoying special times with the child. The caregiver acts happy and

natural, letting the child know that he or she is enjoying the time with the child.
This includes gentle body touches, laughter, and a tone of voice that indicates the

caregiver’ interest.

Thus, the five skills included in the PRIDE skills are those that make the child feel
safe and secure in the sense that he or she is being watched and accepted with interest
by the caregiver.

(Avoid Skills)

PRIDE skills are not the only skills in CDI. There are also another three skills,
called “Avoid Skills,” that can keep children away from negative influences by mini-
mizing the use of these skills by the caregiver. The “avoid skills” consist of “Question,”
“Command,” and “Negative Talk” (Table 2).

Avoid skills

Explanation and effects

Examples

Command

Parent telling the child what
he/she should or should not
do.

CO takes the lead away from
the child and causes him/her to
lose the opportunity to make
independent decisions.

(Indirect Command)

“Will you sit here?”

“I think you should paint this one
red”

(Direct Command)

“Please sit here.”

“Paint this part red.”

Question
Asking the child to give an
answer.

QU lets the parent lead the
conversation. Many questions are
commands and demand answers.

“Why does this cow cry?”

“Are you painting it red?”

“Do you want to play with trains
next?”

Negative Talk
Expressions of disapproval
toward the child.

It gives attention to inappropriate
child behavior and lowers the
childs self-esteem.

“You did not do so good.”

“Your paint just blew out. Oh, My
God”

“You could have painted it better”
“Oh, no! You're going to paint that?”
“That’s why I warned you before!”

Partially modified from Kuniyoshi [10].

Table 2.
Avoid skills.
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In addition to PRIDE and Do not skills, CDI also uses “Selective Attention” and
“Active Ignoring” skills that do not give attention to the child’s problem behavior,
but since these skills are not directly addressed in this study, this paper will omit a
description of these skills. In concluding my explanation of PCIT, I will discuss the
standards for the mastery of PRIDE skills required of caregivers. This will be based on
coding by DPICS. The caregiver uses each of the three verbal skills in the PRIDE skills,
Labeled Praise, Reflection, and Behavior Description, at least 10 times in 5 minutes
of play with the child and simultaneously uses the Do not skills no more than 3 times
total in 5 minutes. In this study, the survey was conducted not with caregivers but
with students attending a training workshop to become PCIT therapists. The reason
for this will be explained later, but even in therapist training workshop, students are
strongly expected to meet this mastery standard, and all participants in the PCIT
therapist training workshop that I studied met this standard.

2.4 PCIT therapist training course and skill acquisition assessment

A prospective PCIT therapist must complete a 5-day, 40-hour training workshop
in accordance with PCIT-International to accurately understand the principles,
structure, and procedures of PCIT, as well as to acquire practical PRIDE skills. In
this study, PRIDE skill acquisition was checked in the framework of DPICS skills
coding for a 5-minute parent—child playtime video and a “mastery hour” of DPICS
skills coding for a parent—child playtime role play. The mastery hour consisted of a
5-minute CDI role play in which the student played the parent and the trainer played
the child, while another trainer and several students checked the skills of the student
playing the parent based on DPICS. Thus, the mastery hour is a rigorous assessment
of whether the student has met the mastery criteria. Participants in the parent role
cannot complete the mastery hour exercise until they have fully met the prescribed
PRIDE and Do not skills criteria in 5 minutes and must repeat the role play in the
parent role until they reach the criteria. In this study, all trainees met these criteria, so
all trainees were assigned to the mastery group.

2.5 Reasons for conducting this research with students in the training course

Since PCIT is a therapeutic technique for supporting caregivers, it is desirable that
the study be conducted with caregivers who are actually receiving PCIT. However, even
though PCIT is a short-term therapy, it often takes more than 20 sessions and about
6 months to complete. In addition, it is difficult to control the length of time because
the time required for acquisition varies greatly from person to person, depending on
the caregiver. Furthermore, at the facilities where I conduct PCIT, it is not possible to
have many PCIT cases going on at the same time, and it is difficult to gather enough
clients at the same time to actually study the effects of PCIT. For these reasons, it was
decided to focus this study on participants in 40 hours training workshop, where
several people can acquire skills under the same conditions in a short period of time.

3. About mindfulness

Mindfulness is a meditative state, so to speak, and according to Kabat-Zinn [11],
mindfulness is defined as “paying attention in a particular way: on purpose, in the
present moment, and nonjudgmentally” In recent years, mindfulness has been
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gaining attention as an essential component of mental health in various psychothera-
pies, including cognitive therapy, dialectical cognitive-behavioral therapy, and stress
reduction methods. In mindfulness, the greatest emphasis is placed on the attitude of
simply observing thoughts that arise within oneself “as they are.” This is the process
of “de-centering” through “awareness.” For example, when negative thoughts are
repeated, a mindfulness attitude can be helpful in curbing the vicious cycle of rumi-
nating, as described by Segal et al. [12]. According to Segal et al. [12], in cognitive-
behavioral therapy, mindfulness attitude is a process of “de-centering” that separates
and “distances” the self from thoughts and feelings, which is closely related to pro-
cedures that promote contextual change and have a preventive effect on depression
relapse. Mindfulness is the Pali word “sati,” meaning “awareness,” and according to
Gunaratana [13], this state is a subtle work of the mind, beyond words and logic, but
experiential. When we recognize something, the moment just before we identify it is
the state of awareness. At the same time, he also points out that “awareness” means to
see things from a broader perspective.

Sumanasara [14] provides an understandable summary of the commentary on the
meditative states in early Theravada Buddhism, in which he distinguishes two main
categories of meditation: Samatha meditation and Vipassana meditation. According
to Sumanasara, Samatha meditation is one in which the normal activity of the mind is
suspended by focusing attention on an object, allowing the mind to unfold at a subtle
level of activity. In Samatha meditation, by concentrating one’ attention on a specific
object, thoughts and their associated desires and emotions are suppressed, attach-
ment to the object disappears, and one feels the joy of becoming one with the object
itself at that moment. However, as one progresses through the stages, the state of zen
meditation becomes more abstract and difficult to recognize and verbally express
through consciousness.

Vipassana meditation, on the other hand, is a meditation technique that aims to
observe things as they are and is what is called mindfulness meditation. Vipassana
meditation is a continuous process of “bringing awareness and attention” to oneself
and all that surrounds oneself and becoming aware of phenomena that come and go in
the mind while also acting on one’s own. A common exercise in mindfulness practice is
to breathe in and out, keeping one’s attention on all bodily movements that accompany
the breath, as well as on the changes in the external world. This process is expected to
inhibit the hijacking of attention to one part of the object, such as thoughts or actions,
and to increase awareness, observation, and awareness of multiple phenomena, which
in turn creates a state of mindfulness. Vipassana meditation is also said to promote
trait change, or long-term change, and in this sense, the acquisition of a mindfulness
attitude is thought to bring about long-term positive change.

4. Objectives of this study
4.1 Commonalities between mindfulness and PRIDE skills

Summarizing the core functions of mindfulness from the above points, (1)
improvement of observation of oneself and others and (2) acquisition of attention
control skills can be identified. The focus of this study began with the idea that there
may be similarities between the acquisition of PRIDE skills in PCIT and the process of
mindfulness attitude formation. In other words, in order to implement the verbal skills
of “Labeled Praise,” “Reflect,” and “Behavior Descriptions” of the PRIDE skills, the skill
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user is conscious of and observes the various words and actions of the child (target) in
the “here and now.” Meanwhile, the skill user is required to switch his/her attention to
himself/herself and immediately verbalize the skills. This is a very conscious internal
process of verbalization. In other words, the skill user must continue to pay attention to
multiple domains simultaneously, including the child’s expressive behavior in the “here
and now” and his or her own internal state. Such continuous use of the PRIDE skills is
thought to enhance the skill user’ ability to control attention and, as a result, contribute
to the improvement of the observational function required for mindfulness. However,
because PCIT uses the PRIDE skills in response to a child’s good behavior, some may
think that the added value judgment of good behavior is different from a mindfulness
attitude. In reality, however, in PCIT, the caregiver (skill user) is always coached to emit
the PRIDE skills for every behavior of the child, regardless of the outcome of the child’s
behavior (e.g., whether the child successfully piles blocks), except when the child is
acting in a severely aggressive or destructive manner. As a result, in practical terms, the
caregiver continually emits the PRIDE skills to the child at all times.

With the above as a research question, the present study will compare the changes
in mindfulness scale scores of participants (skill users) before and after attending a
40-hour PCIT-International-approved PCIT Therapist Training Workshop (herein-
after referred to as “WS”) to determine the potential of PCIT skill acquisition for the
formation of mindfulness attitudes. Although this is a modest study;, it is hoped that it
will serve as one exploratory study to demonstrate the potential of PCIT as a behav-
ioral guide for mindful parenting.

4.2 The three PRIDE skills and the hypothesis of this study

We will discuss in more detail the three PCIT skills that are the basis for the study
and that are presumed to be related to mindfulness. Since three of the PRIDE skills,
(1) Labeled Praise, (2) Reflect, and (3) Behavior Description, are the three verbal
skills that are the criteria for CDI acquisition, the present study will focus on these
three skills. Again, (1) Labeled Praise is a technique in which the skill user identifies
and praises the child’s specific behavior; (2) Reflect is a technique in which the skill
user repeats the child’s utterance verbatim, without changing the meaning; and (3)
Behavior Descriptions is a technique in which the skill user describes the child’s spe-
cific behavior in words, or in other words, a technique in which the skill user provides
a live report of the situation.

In order to use the above three skills constantly, the skill user must be aware of
the child’s specific behavior and speech and must always pay attention to what the
child says and does. Not only that, the skill user must also be careful not to use the
Do not skills at the same time. In other words, the skill user must consciously select
the appropriate skill and instantly verbalize it to the child so that the skill user does
not utter “Question,” “Command,” or “Negative Talk.” This is multitasking, and it
occurred to me that this multiple and continuous attentional focus could produce the
effects of attention control training and contribute to the improvement of observa-
tion and attention control skills, as referred to in mindfulness. In addition, mindful-
ness is not about concentrating on any one point but rather accepting and passing on
internal and external stimuli that arise one after another. The state of mindfulness is
created by not keeping awareness in one place but by quickly switching and dispers-
ing attention to other areas to prevent “fixation” of awareness and to increase aware-
ness with a broader perspective and distance. This process of mindfulness generation
suggests that the use of the PRIDE skills is exactly in line with the mental state aimed
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for in Vipassana meditation, not Samatha meditation, and it is assumed that the use
of the PRIDE skills has an element of mindfulness.

Approaching from the perspective of mindfulness meditation research, there
have been many previous studies from the viewpoint that mindfulness meditation is
involved in improving “attentional functions” [15]. Furthermore, Ogishima et al. [16]
point out that attentional functions are categorized as subfunctions and that they may
be associated with certain psychiatric disorders. Furthermore, Ogishima et al. [16]
stated from their review of previous studies that it is unclear as to which attentional
functions are associated with mindfulness meditation; however, they have consis-
tently reported that there is an association between attentional functions and mind-
fulness. Ogishima et al. [16] categorized attentional functions into four subfunctions:
“sustained attention,” “selective attention,” “executive attention,” and “attention
switching,” and conducted a meta-analysis of the relationship between mindfulness
meditation and attentional functions. The results showed that “sustained attention”
had the greatest effect on mindfulness meditation. They also found that “executive
function” had a moderate effect on mindfulness meditation, while “selective atten-
tion” and “attention switching” had a smaller effect on mindfulness meditation.

Next, we will consider the characteristics common to PRIDE skills in general for
each of the four subfunctions of attention.

(1) “Sustained attention” is the continuous use of the attentional function, and
in the PRIDE skills, the skill user’s sustained focus of attention on the child is rel-
evant. (2) “Selective attention” refers to the selection of the target of attention and
may include the skill user selecting PRIDE skills that match the child’s behavior and
selectively suppressing the Do not skills. (3) “Executive attention” is an attentional
function that sets a goal and regulates and inhibits one’s own thoughts and feelings
toward achieving the goal. This may also be applicable in that the skill user appropri-
ately controls his/her own attention toward achieving the skill acquisition standard
and executes verbalization of the skill. (4) “Attention switching” refers to redirecting
attention from one object to another. Skill users emit appropriate skills one after
another according to the ever-changing behavior of the children, and this may be a
series of attention switching in which they alternately redirect their attention to the
children’s behavior and their own skills.

Thus, in PCIT, the skill user must constantly pay attention to the child while at
the same time continuously redirecting attention to himself/herself and from there
switch attention further to continue verbalizing his/her own skills. The purpose and
hypothesis of this study is to investigate the possibility of improving mindfulness
attitudes through the acquisition of PRIDE skills.

5. Method
5.1 Survey collaborators

For this study, I divided the participants into two groups: (1) the “PCIT skill
acquisition group” (hereafter referred to as the “PCIT group”) and (2) a control
group (non-attendee group). The “PCIT group” was recruited from students attend-
ing a 5-day, 40-hour training workshop for PCIT therapists, following the PCIT-
International prescribed curriculum and protocol (the training workshop was led
by the author, a certified PCIT trainer). The manuals used in the WS were the PCIT
Protocol 2011 Japanese version ver.2.0 (2013) and the DPICS, fourth Edition, Japanese
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ver.1.01 (2014), both prescribed by PCIT-International. The WS included the pre-
scribed 13 lectures, skills role play, demonstration practice, and skills check.

In recruiting research collaborators, (1) the “PCIT group” were those who
agreed to cooperate in the research after explaining the research to the students
prior to the start of the course. All seven graduate students who took the course
were selected as research collaborators because they all passed the final mastery
check of PRIDE skills (mean age: 36.14 years; SD: 15.64). The “control group”
consisted of six graduate students who had not taken the course and who had vol-
untarily applied for the recruitment of research collaborators at the college and who
agreed to cooperate in the research after prior explanation (mean age: 22.67 years;
SD: 0.51). The higher mean age of the PCIT group was due to the inclusion of one
older student.

5.2 Measurement scale

The mindful attention awareness scale (MAAS) was used in this study as a mea-
sure of mindfulness characteristics. This is a mindfulness scale developed by Brown &
Ryan [17], which was translated into Japanese and standardized by Fujino et al. [18].
According to the explanation by Fujino et al. [18], the foundations of mindfulness
are awareness and attention. Awareness is the accompanying awareness of external
and internal stimuli to the mind and body, which serves as a direct bridge between
us and the events and experiences that surround us. Attention, on the other hand,
is the focus of awareness on a particular stimulus, which increases our sensitivity to
that stimulus. However, while people perceive stimuli, they are unable to keep their
attention on the stimuli and are said to be mindless [17, 19]. The MAAS was developed
to focus on this “awareness” and “attention” and is a one-factor, six-point, 15-item
mindfulness measurement scale. Fujino et al. [18] conducted a detailed examination
of the factor structure, internal consistency, and construct validity and concluded
that the Japanese version of the MAAS measures the same characteristics as the
original version and can be used to measure the relationship between mindfulness
and well-being for a wide age group.

In addition, MAAS has the following characteristics. (1) Because the MAAS targets
the degree of awareness and attention of adults in general who have no experience
with meditation, it employs expressions that are rooted in daily life. In other words,
the questionnaire items regarding mindless state were used because mindless state
is generally easier to understand than mindful state, which the respondents had no
experience with. (2) The MAAS measures the degree of the qualities of awareness
and attention themselves, since it excludes questions on patience, trust, acceptance,
calmness, and well-being, which are thought to result from the qualities of awareness
and attention. (3) The MAAS distinguishes awareness and attention from reflexive
consciousness, which is meta-consciousness, and targets the quality of awareness asso-
ciated with the stimuli themselves before such judgments and evaluations of the self.
(4) MAAS is negatively correlated with mind wandering and captures the “distraction
of attention” itself. (5) Although the MAAS does not include direct well-being-related
questions, it was found to be negatively correlated with negative well-being-related
characteristic and positively correlated with positive well-being-related characteris-
tics. (6) MAAS measures mindfulness as a trait but is also related to mindfulness as a
state and to emotional state scales related to well-being. (7) MAAS scores are higher
with mindfulness psychotherapy and are also associated with increased well-being,
which is facilitated by mindfulness psychotherapy.
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From these characteristics, it is understood that the MAAS is a measurement
scale focusing on attentional functions, and therefore, I have adopted the MAAS
as an appropriate scale for measuring mindfulness tendency in this study. Fujino
et al. are experts in mindfulness meditation, and in preparing the Japanese version,
they paid particular attention to the presence or absence of awareness and atten-
tion and were careful to ensure that the translation was faithful to the intent of the
original version. Back-translation of the Japanese version of MAAS has confirmed
that there are no differences in the Japanese-English wording. In standardizing the
MAAS, Fujino et al. reversed the MAAS in order to see the relationship with other
scales, but since the MAAS is originally composed of items focusing on the mindless
state, it is judged that lower scores indicate a higher tendency toward mindfulness.
Therefore, for the purposes of this paper, a higher MAAS score means a lower
mindfulness tendency.

5.3 Survey period

For the “PCIT group,” the survey was conducted over a longer period of time
because the training course was divided into Part 1 and Part 2 instead of 5 consecutive
days due to the graduate school curriculum (the WS was held in Part 1: July 13-15,
2019; Part 2: October 13-14 days). MAAS asked survey collaborators to conduct the
survey before the start of the first session of WS and after the end of the last session.
However, in order to maintain and improve their skills, the participants were required
to practice PRIDE skills at least twice a week outside of the course days, at home for
5 minutes each time, targeting family members or videos of their children playing,
and were asked to report their implementation to me immediately after each session
via social networking. In addition, I asked all participants to report verbally on their
skill practice during the interval period at the beginning of each course. In this way, I
continued to reinforce the skills of the students. Three PRIDE skill-level checks were
conducted on July 13, July 15, and October 14, and students were confirmed to be in

Month | July | Aug.- Sep. | Oct.
Time Flow —
PCIT Skills Skills Skills
Group Pro- Check | WS | Check Interval WS | Check
©=1) Research MAAS #1 partl #2 (Homework) part2 #3 MAAS
briefing #1 #2
Control Session
Group Interval
(n=6)
Figure 3.

Survey schedule. Note: The PCIT group was given the PRIDE skill check three times: immediately after the start
of the WS, at the end of Part 1, and at the end of the WS. All participants reached mastery. Checks #1 and #3
were checked by coding on video, and a coding agreement rate of 70% or higher with the trainer each time was
considered passing. Check #2 was conducted with a 5-minute role play by DPICS. A pass was determined when
the skill use of the participant in the pavent vole reached the mastery critevia. The mastery criteria were the
same as the novmal PCIT criteria: Behavior Description, Labeled Praise, and Reflect each at least 10 times, and
Question, Command, and Negative Talk no more than 3 times total.
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satisfactory skill mastery status as of July 15 and October 14. The “control group” also
performed two MAAS at the same interval as the PCIT group.

5.4 Method of implementation and ethical considerations

I explained to both the “PCIT group” and the “control group” the content of the
survey and the ethical considerations before I began the study and had them sign
a consent form. Subsequently, I administered the MAAS twice at the same interval
to both groups at the beginning and end of the WS and obtained responses from all
participants. This study was approved and conducted by the Ethics Committee of the
Faculty of Human Sciences, Kobe College. There are no conflicts of interest. Survey
participants were paid an honorarium after the second round of responses. The
survey schedule is shown in Figure 3.

6. Results and discussion
6.1 Results of the survey

First, the Wilcoxon-signed rank test was used to compare the first MAAS scores
between the PCIT and control groups, and no significant difference was found in the
initial values between the two groups. Next, a Wilcoxon-signed rank test was con-
ducted to compare the first and second MAAS scores of each group, and it was found
that only in the PCIT group, Z = -1.873; there was a significant decreasing trend in
MAAS, albeit at the 10% level (Table 3, Figure 4). In the control group, there was
no significant difference between the first and second MAAS scores. Although the
MAAS scores were apparently lower in the control group, this was due to outliers,
and statistically, there was no change in mindfulness tendency in the control group.
Since lower MAAS scores are associated with a higher tendency toward mindfulness,
the MAAS scores of participants who mastered PCIT skills were confirmed to have
decreased, albeit significantly. Thus, the results suggest that PCIT skill acquisition
may increase mindfulness tendency.

In this study, I conducted a comparative study of mindfulness scores among PCIT
WS participants and found that students in the PCIT group showed an increased
tendency toward mindfulness even after attending only 5 days, conducted over a
period of only 3 months. For the caregivers who receive PCIT, the PCIT sessions are
basically conducted for 1 hour each week for about 20 sessions, so they will be learn-
ing PCIT skills for an even longer period of time (about 6 months) than the students
in the current study. Thus, a caregiver who continuously learns the skills for a longer

MAAS #1 MAAS #2
Mean SD Mean SD Z score
PCIT 50.57 13.7 4729 126 -1.873 +
Control 48.17 15 43.33 113 —-0.946 n.s.
*p<0.1
Table 3.

Comparison of MAAS first and second scores.
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Figure 4.

Comparison of MAAS scores between the first and second MAAS.

period of time than the current student would have the experience to further train
the “attention function” necessary to use the skill. It may be inferred from this
result that caregivers, like the students, will have an increased attentional function
and mindful attitude formation during the skill acquisition process. If caregivers
can practice, learn, and use PRIDE skills on a daily basis, then PCIT can be said to
provide a guide for caregivers to actually learn specific methodologies for “mindful
parenting.”

6.2 Limitations of this study

As 1 stated in the objectives, there are four subfunctions of attention that are
important for mindfulness: sustained attention, selective attention, executive atten-
tion, and attention switching. A person who is trying to learn PCIT skills, in order to
use the skills, keeps selective and sustained attention on the child (sustained atten-
tion), discards the appropriate skills (selective attention), takes action with a goal
(executive attention), and instantly switches skills one after another according to the
child’s behavior (switching). If we may infer from this, we may assume that the atti-
tude toward using PCIT skills is related to any of the attentional functions and that all
of the attentional functions are essential to the improvement of PCIT skills. However,
the present study could not clarify the mechanism of action of PCIT skills in relation
to the subfunctions of attention and their effects on improving mindfulness attitudes.
Although this was an exploratory study with a very small number of participants, this
study may have opened the door for further research linking the effects of PCIT and
mindfulness in the future. In order to further clarify these questions empirically in
the future, it is necessary to increase the number of research collaborators and expand
the scale of the study.
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In addition, the research collaborators in this study were not actual child care-
givers but rather graduate students who were studying to become PCIT therapists.
In this regard, since the collaborators in this study had different motivations and
backgrounds for learning PCIT than the caregivers, it is necessary to conduct a survey
of caregivers during child-rearing in order to verify the actual “mindful parenting”
effects of PCIT. These points are limitations of this study. However, when surveying
PCIT caregivers, it takes time to conduct the cases themselves, and it is difficult to
conduct a large number of cases at the same time; limitations exist due to the fact
that PCIT is a psychotherapy. In order to conduct a large-scale study, it is necessary
for multiple PCIT-implementing agencies to collaborate in planning, taking this
into consideration. Research procedures would also benefit from an assessment of
the personality of the skill users prior to skill acquisition. Qualitative studies such
as interviews about mental processes in skill-use situations should be considered.
In order to determine the direction of attention and the type of attention, it may be
useful to confirm changes in the direction and duration of attention of skill users
through the introduction of physiological devices such as an “eye tracker” that follows
the viewpoint of the person using the skills. In mindfulness research, there are many
studies using physiological measures such as EEG and fMRI during mindfulness. In
the future, it will be necessary to construct more empirical research methods by physi-
ologically measuring the state of mindfulness of skill users during PRIDE skill use.
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Chapter 5

Conflicts in PK-12 Schools: Causes,
Consequences and Management

Parul Acharya

Abstract

This book chapter will focus on exploring the relationships between conflict
management, communication, burnout, organizational support and effective
strategies to cope with workplace stress in PK-12 school districts. The majority of
work on conflict management focuses on corporations and for-profit organiza-
tions. However, teachers in PK-12 school districts are an important component of a
country’s workforce. This book chapter would discuss empirical research work that
has examined these constructs from the teacher’s perspective who are working in
PK-12 school districts. Specifically, the relationships between conflict management,
communication, burnout, organizational and coworker support will be examined.
The strategies that teachers utilize to cope with stress and burnout will be discussed.

Keywords: PK-12 school teachers, conflict management, communication, stress and
burnout, stress coping strategies, organizational, coworker support

1. Introduction

The majority of work on conflict management focuses on corporations and for-
profit organizations. However, teachers in PK-12 school districts are an important
component of a country’s workforce. This chapter will focus on exploring empirical
research on the relationships between conflict management, and the effective strate-
gies to cope with workplace burnout and stress in teachers working within PK-12
school districts.

2. Causes of conflict in organizations

“Conflict is a type of behavior which occurs when two or more parties are in
opposition or in battle as a result of a perceived relative deprivation from the activi-
ties of or interaction with another person or group” ([1], p. 180). It usually does not
have a detrimental influence on the individuals when handled objectively and in a
timely manner but it can lead to disruption in communication that impact the work
efficiency when not addressed appropriately. There are several different causes of
conflict. One of the most common causes of conflict is “means utilization.” It is the
situation where the disparate perspectives and viewpoints of how and who would
utilize the resources leads to conflicts. Another common cause of conflict is “shared
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dependence on limited resources.” In this situation, there are several agendas and
priorities that are put forth by individuals and/or departments to obtain the resources.
Shared dependence leads to competition for obtaining the most resources which
eventually results in conflicts. “Scheduling problems is another source of conflict
where new work norms and policies causes a disruption in existing standards and
rules which may not be conducive and/or hard to adopt by employees (e.g., COVID-
19 pandemic). It may lead to complaints, feeling of anxiety, stress, and resentment
which are the main predecessors for burnout, mental health issues, and conflict [1].
Conflict can be social (disagreement with others in the workplace during public
interactions), cognitive (emotional anxiety when person feels that their views are not
acknowledged and valued and/or perceptions of unfair treatment), political (failure
to reach consensus and form potential collaborations) or structural (ambiguity in job
roles and responsibilities). The type of conflict and its source should be examined

to explain the process of how the conflict started and proliferated in the workplace
[2]. Conflicts can also exist in subsystems—“functional (e.g., competing priorities,
incompatible job responsibilities-role conflict), social (feelings of anxiety, hostility,
tension), informational (disagreement between parties and their choices), and politi-
cal (inflexible demands by parties which inhibits formation of potential collabora-
tions)” ([2], pp. 27-28).

3. Causes of conflicts in schools

Conflict is a common phenomenon that occurs in every organization including
PK-12 schools. It may arise due to a variety of reasons which involves disagreement,
and incompatibility between teacher-teacher, teacher-student, teacher-parent, and/
or teacher-supervisor [3, 4], school climate [5], and other individual and contextual-
level factors [6-12]. The most common sources of conflict in PK-12 schools are the
distribution of work load and resources, teacher-student relationship, teacher-parent
interaction, classroom management, teaching methods, assessment practices, role
conflict where the jobs responsibilities are not clearly delineated, power struggle with
coworkers and superiors, individual attitudes, and political issues [13-15]. Conflicts
leads to disruption or cessation of individual, interpersonal and organizational work
activities which negatively influences the productivity at micro and macro level of
school environment. Conflicts are inevitable in schools as there is constant interaction
between teachers, students, parents, and administration. Hence, it is essential to com-
prehend the root cause and dynamics of conflict in an appropriate and timely manner
which would help to mitigate the negative results in schools and also to establish
benchmarks to improve school’s effectiveness [16-19].

4. Consequences of conflicts in schools

The study conducted by Ertiirk [20] provided the positive and negative results
of conflicts. The most common negative effects of conflict at the individual-level
are “weariness, fatigue, burnout, reluctance to do work, reduced productivity and
performance, decreased organizational commitment, stress and fatigue.” The com-
mon interpersonal effects of conflict are “difficulty in communication, unwillingness
to collaborate and share, and reluctance to talk.” The negative results of conflict
at the organizational level are increase in “negative and unproductive behaviors at
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workplace, formation of groups based on pessimistic ideologies, deterioration of
school climate, and decrease in collaboration and teamwork” (p. 258). The positive
consequences of conflict at the individual-level are “increase in productivity, resolu-
tion of misunderstandings, acknowledging different views, and learning from oth-
ers”. At the organizational-level, the results could be “development of new ideas and
leadership role, and increase in the democratic process” (p. 259). The most common
consequences of conflict are “weariness and fatigue, burnout, reluctance to do work,
reduced productivity and performance, decreased organizational commitment, stress
and anxiety, isolation, unhappiness, cynicism, decrease in motivation, reluctance

to come to the school, desire to get away from the school, ethical behaviors’ start-

ing to disappear, retreat and anger are the individual negative effects of conflicts”
([20], p. 263). Role conflict and role ambiguity are the two aspects of role stress which
is commonly encountered by teachers. Role conflict occurs when the job responsibili-
ties are convoluted and a discrepancy exists between the expectations and employee
perspective. Role ambiguity occurs when there is scarce (inadequate and incomplete)
availability of accurate information that is needed to effectively accomplish the
assigned work responsibilities.

This section would focus primarily on teacher burnout and stress as these are the
most commonly encountered consequences of conflict that has been widely examined
in the empirical research literature. “Burnout is the combination of the inability and
unwillingness to spend the necessary effort at work for proper task completion” [21].
It causes emotional fatigue, depersonalization and lack of personal achievement [22]
Burnout is expressed through three dimensions-exhaustion, cynicism, and lack of
professional efficacy [23]. Burnout and stress have been attributed to high teacher
attrition in school district. Hence, it is important to review empirical research and
the role of constructs that influence teacher burnout and stress to comprehend the
context and sources of conflict that occur in schools. There are a few review studies
that were conducted on burnout in special education teachers [24-28]. The synthesis
of Brunsting et al. [24] reviewed research articles on teacher burnout from 1979 to
2013. The study showed that emotional regulation and stress management were the
key constructs that reduced burnout. The school-level factors of role conflict, role
ambiguity, and support from the administration were also predictive of teacher
burnout. Park and Shin [26] divided burnout into three domains-emotional exhaus-
tion, depersonalization, and personal accomplishment. The influence of student
(e.g., behavior problems, class size, socio-economic status), teacher (demograph-
ics, self-efficacy, stress coping strategies), and school related variables (workplace
obstacles, support from leadership and coworkers, emotional experience in work-
place, availability of resources) on the three domains were assessed separately. The
protective effects of self-efficacy, personal accomplishment, job satisfaction (teacher-
level variables) from emotional exhaustion was consistently seen in all the reviewed
studies. Depersonalization was greater when there were higher levels of coping,
self-efficacy and teaching experience. In terms of school-related variables, a higher
level of support from school personnel and emotional experience led to higher levels
of personal accomplishment. These school-level variables also had protective effects
from emotional exhaustion, and burnout. An increase in workplace obstacles led to
greater depersonalization.

The review by Wisniewski and Gargiulo [27] examined mediating variables that
influenced teacher burnout. The results showed that clarity in the communication of
roles and responsibilities reduced burnout. Furthermore, interactions with coworkers
and other school personnel and stress conditions in classrooms (student’s behavioral
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and emotional issues) impacted burnout in teachers. A literature review was con-
ducted by Konukman et al. [10] on teachers who had both coaching and instructional
responsibilities. The review explored the influence of role conflict on burnout and
stress in physical education teachers. The study showed that the dual responsibilities
of teaching and coaching in terms of time requirements, instructional needs, and
motivation are important factors that impact burnout and stress in physical educa-
tion teachers. A systematic review was conducted by Nwoko et al. [29] in which four
factors influenced teacher’s occupational well-being and helped them to manage
conflicts. These factors were (1) personal teacher capabilities (resilience, self-efficacy,
autonomy, and coping strategies); (2) socio-emotional intelligence (emotional
competence, training opportunities, and other supportive work relationships);

(3) personal responses (workload and work conditions included burnout, fatigue,
exhaustion, stress, unrealistic expectations, stress, bureaucracy, and exclusion from
decisions); (4) relational factors (student misconduct, misunderstandings with
parents and coworkers, and perceived lack of support from the school management
system)” (pp. 11-12).

The systematic review conducted by Mijakoski et al. [30] explored the determi-
nants of burnout in longitudinal studies. The quantitative synthesis mainly revolved
around emotional exhaustion that occurred due to burnout. There were four primary
determinants identified in the study that were categorized to have either a detri-
mental or protective effect from conflicts. These four determinants were “conflicts
with coworkers, emotional strain, parent criticism, and obstacles from parents or
students” (p. 5). Conflict arising from any source had a negative relationship with
emotional exhaustion. Conflicts can be managed through any type of help or endorse-
ment in the form of assistance through resources, information and/or emotion
received from coworkers, supervisor or organization, and community. The presence
of social integration, social support, and high-quality relationships in the workplace
has a protective effect from conflicts. Another important source of conflicts can
also arise from individual characteristics that consists of emotional dissonance,
depersonalization, cynicism, teacher’s self-efficacy in student behavior management,
neuroticism (negative feelings, such as anxiety, anger, depression, frustration), and
job satisfaction. Teacher self-efficacy and job satisfaction had a negative relationship
with conflict. Organizational context also has an important role to play in conflict. It
comprises of “time pressure, classroom disruption, perceived collective exhaustion,
perceived collective cynicism, workload stressors, technical obstacles, effective class
management, work climate (pressure), supportive school climate, and collective
teacher efficacy” (p. 5). Overall, the systematic review of studies showed that the
quality of relationships in the workplace, social integration, individual-level behav-
ioral traits, and organizational context (climate) influenced the nature and intensity
of conflicts which can lead to stress and burnout in teachers.

The empirical literature on teacher stress and burnout that can arise due to
conflicts at workplace discusses the role of fairness and organizational justice. It is
the extent to which employees feel that they are fairly treated at their workplace.
According to Colquitt [31], workplace justice is perceived based on the fair allocation
of resources (distributive justice), procedures used to make decisions usually related
to hiring, promotion, pay/benefits (procedural justice), treatment from coworkers
and superiors (interactional justice), and information shared within the organiza-
tion (informational justice). Conflicts arises when teachers see a mismatch between
the resources, decisions, treatment, and/or information they receive from the school
administration. This discrepancy between teacher expectations (what they deserve)
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and the actual outcome (what they receive) raises stress and burnout due to the
conflicts. Adeyemi [32] showed that insufficient resources and facilities for teach-

ers and students can be a source of conflicts which negatively influenced academic
achievement. Ozgan [33] conducted a study to investigate the strategies of conflict
management in the context of fairness in schools, teacher’s commitment and confi-
dence and their evaluation of school administrator or principal. The results showed
that teacher’s who had higher perceived scores on organizational justice, strategies

of conflict management, and commitment, had greater level of confidence and gave
higher evaluation scores to the school principal. Hoy and Tarter [4] demonstrated that
“principal is the single most important person in developing a sense of organizational
justice in school. The principal of the school is much more important than the faculty
in creating a just and fair school at least with respect to professional interactions”

(p. 257). The authors also noted that trust in the coworkers is also an important factor
to develop perceptions of workplace fairness. Sehgal and Verma [34] showed that

the three forms of justice (interactional, procedural, and distributive) is positively
correlated with organizational commitment and negatively correlated with occupa-
tional stress. Social exchange theory explains that effort directed in the workplace is
closely tied to the expected rewards. So, fairness perceptions of the rewards received
based on the effort exerted by an employee acts as a protective buffer from conflicts,
stress and burnout [35]. Several other studies demonstrate the positive relationships
between organizational justice. Job satisfaction, school climate [36], and commitment
[37]. Capone and Petrillo [36] developed a self-report questionnaire of organiza-
tional justice index to measure perceptions of teacher fairness. The questionnaire

can be used to evaluate the organization issues that lead to feelings of unfairness by
teachers and to develop relevant interventions and strategies to fix the issues related
to organizational problems that lead to perception of unfairness in the workplace.
Organizational fairness has negative associations with burnout (emotional exhaus-
tion, depersonalization and lack of personal accomplishment—[38]), stress [39].

5. School climate and conflict management

The literature on conflicts in school districts have explored the role of school
climate or school culture in the form of support provided to teachers from principals,
colleagues, and resources to manage conflicts and stress. School climate has been
defined in several different ways in the research literature. In general, school climate
refers to the “quality and characteristics of school life, based on the patterns people
experience in that life, and it reflects standards, goals, values, interpersonal relation-
ships, the practice of teaching and learning, and the structure of the organization
[40]”. The various aspects of school climate include (but not limited to) work respon-
sibilities, assessment and teaching practices, teacher-student and teacher-parent
relationships (pupil discipline), teacher interactions with coworkers, superiors, and
stakeholders, mentoring and induction programs [41], workplace well-being, job sat-
isfaction, and stress [7-9, 11, 12, 42]. Otrebski [43] showed that teacher’s perceptions
of organizational climate can strongly influence their job satisfaction as well as posi-
tive (enthusiasm and effort) and negative (anxiety and depression) emotions. A posi-
tive perception of school climate enhances the feeling of job satisfaction and positive
emotions. School climate has been shown to influence teacher’s work commitment,
job satisfaction, resilience, and their mental health, well-being and stress [44] which
play an important role in conflict management. On the reverse side, teacher’s stress
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also influences classroom climate as shown by a correlational study which investigated
the role of teacher’s stress states on classroom cohesion, flexibility and communica-
tion (three aspects of classroom climate). Sénmez and Kolaginli [45] showed that
teacher’s stress negatively influenced the flexibility (absence of free learning environ-
ment) and communication dimension (limited student-teacher interaction). Lambert
etal. [46] identified teacher, classroom/school and state-level variables that predicted
teacher’s risk for occupational stress and burnout. The classroom/school-level vari-
ables were number of struggling students (higher number showed more stress), and
school location (teachers working in Title I, urban and rural schools had higher stress
than suburban). The teacher-level variables were years of experience (more experi-
ence had lower stress), subject area specialist or special education teacher (higher
stress). The state-level variables related to policy climate, such as states with higher
standards for assessment and accountability led to a higher stress score.

A study conducted by Nalipay [47] examined the influence of school-level indica-
tors of climate (academic pressure, engagement of stakeholders, availability of special
needs personnel, school delinquency and violence) and teacher-level indicators (dis-
ciplinary climate, teacher-student relations, and stakeholder participation) on teacher
job satisfaction, workplace well-being and stress (dependent variables). The results
of multi-level analyses showed that the dependent variables were more influenced by
teacher related indicators than school-level measures. All the teacher-level indicators
had a significant influence on job satisfaction. In general, school-level indicators did
not have a significant predictive ability on the dependent variable. Workplace well-
being and stress were positively influenced by disciplinary climate but negatively
influenced by stakeholder’ participation. These results indicate that individual-level
characteristics are a stronger determinant of job satisfaction, workplace well-being
and stress. Another study investigated the role of school climate factors (e.g., affili-
ation, student support and conduct, innovation, resource adequacy, work pressure,
staff freedom and self-governance) on teacher self-efficacy and stress. The school-
level factors which reduced stress were student conduct and staff autonomy whereas
work pressure increased stress. Affiliation, professional interest, and innovation had a
positive impact on teacher’s self-efficacy. Teacher’s stress was not found to be a media-
tor when examining the relation between school climate and teacher self-efficacy
[48]. The mediating role of teacher’ self-efficacy in explaining school climate (col-
legial leadership and teacher professionalism) and stress is explained in Hu et al. [49]
study. The study results showed that both leadership and professionalism had a sta-
tistically significant negative impact on teacher stress through self-efficacy. In other
words, teachers who had self-efficacy reported a more positive outlook of leadership
and professionalism due to which had perceived lower stress levels. The research on
school climate in the context of conflict management and teacher’s stress has also
examined the role of inclusive education practices that have the potential to impact
teacher well-being, student achievement and parent’s experiences [44]. In this study,
the contribution of stressors, risk and protective factors, and inclusive practices on
teacher well-being were examined. The well-being of employees and the implementa-
tion of inclusive practices (training for content readiness, manage increase workload
and handle students with diverse learning needs) reduces the chance of conflicts,
stress and burnout.

The school climate has also been examined in the context of cognitive behavioral
therapy and tension regulation strategies (e.g., emotional regulation, cognitive
reappraisal methods, suppression and resilience) that teachers use for stress manage-
ment [50, 51]. A study conducted by Jeon and Ardeleanu [52] investigated teacher
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perceptions of work climate (work situations), family support, children’s behaviors,
and perceived stress measured through use of strategies to control their emotions.
This study utilized stress coping methods that teachers utilize when dealing with
external stressors which can come from either the environment or from individuals or
both. Path analysis results show that reappraisal coping strategy acted as a mediator
to explain the relationship between work situation and teacher stress. In other words,
teacher’s experienced less stress when they used reappraisal as a stress coping strategy
to deal with work situations. Suppression was the mediator between children’s behav-
iors and stress. This indicates that teacher’s experienced less stress when they used
suppression as a coping method to manage children’s behaviors (or classroom man-
agement). Covariates, such as teacher’s age (older) and general health (poor health)
also predicted higher stress levels. Blacks, and non-Hispanic teachers used reappraisal
for emotional regulation better than White, non-Hispanic teachers. Teachers who had
a bachelor’s degree and had higher household income reported to utilize less suppres-
sion as an emotional regulator. Teacher resilience has been investigated in the form of
emotional (self-care), professional (competence), motivational (self-efficacy) and
social (relationships) to see its impact on conflict and stress management. A litera-
ture review on teacher resilience showed that personal-level variables such as moral
values, persistence, self-efficacy, coping skills (emotional regulation), teaching skills,
professional growth and reflection were important for the management of stress and
conflicts. The contextual-level variables included support from school administration
(e.g., constructive feedback), mentors and coworkers, student relationships, training
received during pre-service years and family support [53]. The specific strategies
identified in this literature review to increase teacher well-being and decrease con-
flicts through the practice of resilience were the involvement in collaborative work
activities with coworkers and superiors, to build positive relationships in the work-
place (including with students and their parents), segregate work from home to avoid
personal conflicts due to professional pressure at workplace (or vice-versa), partici-
pation in professional development activities, fair distribution of responsibilities,
establishment of clear behavioral expectations and student engagement in classroom
to build a healthy environment.

School principals and administrators have a pivotal role to play in conflict manage-
ment and resolution [42]. There is research on the role of school leadership support
(principal’s collegial and supportive behavior, school management, instructional
leadership), and contextual factors (school climate and structure, academic expecta-
tions, justness and fairness in policies, support and resources) to explain conflicts,
stress and coping in teachers [54-59]. Berkovich and Eyal [60] reported that school
principals can provide emotional support to teachers through a less formalized work
environment, supportive and engaging work climate, common goals, professional
knowledge, and perceived accessibility (quality of relationship-transparency and
trust; demographic similarity-age and gender). Herman et al. [61] conducted a study
where the principals took leadership training program in behavior support. The
teachers of these schools were found to be more adaptive (low stress and high coping
skills) than schools were the principals did not go through the program (teachers were
normative-high stress and less coping). A meta-analysis study on leadership, role
ambiguity, conflicts, and structure indicated that extensive workload, interpersonal
conflicts, and deficiency of organizational fairness are the most important contribu-
tors of teacher stress [62]. The social support from principal and colleagues can fulfill
teacher’s basic needs for autonomy, competence and relatedness and reduce the effects
of time pressure, and unclear organizational conditions [63]. Job demands and job
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resource mediated the relationship between social support received from principal
and basic needs. Similar results are seen for unclear organizational conditions as a
mediator between principal’s social support and the three basic teacher needs. These
results indicate that social support from principals influences the job demands and
resources because they can remove the ambiguity and conflict present in teacher

roles and responsibilities through clear communication, fair accountability practices,
and positive work climate. This in turn, fulfills teacher’s basic needs and reduces the
likelihood of conflicts. Time pressure has a negative impact on both autonomy and
competence dimensions of basic needs. Social support from colleagues mediated the
relationship between principal support and relatedness and autonomy [63]. A research
study investigated the association between organizational performance, principal’s
management skills to resolve the conflicts between teacher-teacher, teacher-student,
and parent-teacher. The correlation analysis showed that principal’s management skills
to resolve conflict had a significant relationship with organizational performance

and teacher-teacher, teacher-student, and parent-teacher conflict and organizational
performance. This study highlights the importance of principal’s ability to effectively
resolve conflicts which if not addressed in a timely and appropriate manner can lead
to hostility, stress, burnout, and reduction in work performance [64]. Fabunimi and
Alimba [3] supported the results of this study and indicated that principal’s inability to
manage disputes is the major source of conflicts in secondary schools.

A study conducted by Rave et al. [65] showed that organizational citizenship
behavior (OCB) of teachers as a group is influenced by the extent to which the school
principal attentively listen to their teachers. In this study, teacher’s perception of
their principal’s listening quality was used to measure the support the principal
had towards teachers. The results showed a positive relationship between perceived
principal’s listening quality and group OCB and a negative relationship with teacher’s
turnover intentions. The interaction between listening and teacher stress significantly
predicted turnover intentions. Specifically, the perceived listing quality of princi-
pals was related to a greater reduction in teacher turnover intentions who reported
moderate to high stress levels. This means that better is the perceived listening quality
of principals, lower is the turnover intentions of teachers who had moderate and high
stress. Listening quality of principals also led to higher group OCB in teachers. A sys-
tematic review synthesized the research literature on stress, job satisfaction, burnout
and turnover intentions in secondary general education teachers [66]. In terms of job
satisfaction, the results showed that teachers who worked in smaller schools and in
small towns had higher levels of job satisfaction than teachers working in larger and
rural schools. The independence teachers have in their jobs, relationships, with stu-
dents, connection with their schools, and self-efficacy had a positive impact on their
job satisfaction. The major school-level stress factors were limited support from the
administration, inconducive school climate, lack of adequate training on classroom
and workload management. The accountability policies imposed by state and federal
legislation (e.g., No Child Left Behind, Every Student Success Achievement Act, Race
to the Top) led to decrease in teacher autonomy over curriculum which resulted in
depersonalized teaching, dissatisfaction with the polices, and increase in stress levels
and turnover intentions.

Teacher’s social identity has been researched in the context of school climate
and stress over time by Willis et al. [67]. The data was collected in two waves. Social
identification was a mediator between school climate and stress which were mea-
sured in wave 1 and 2 respectively. The results of structural equation model show
that a more positive teacher perception of school climate and social identification at
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wave 1 led to a higher score on their self-esteem over time at wave 2. School climate
shared a significant relationship with social identification. The mediating effect

of social identification on the relationship between school climate and self-esteem
was also significant. The literature on social roles explain the importance of identity
in the workplace. Identity is an individual’s perception of self-concept based on

their competence, beliefs, motivation, personality, mindset and values. Identity
helps the individual to define their position in a professional or personal role [68].
Social identification is important because it is an important determinant of group
membership, and self-esteem. Teachers perceive themselves based on the nature of
their communication and interaction within their workplace [69]. A longitudinal
study on teacher’s professional identity showed that a balance between the three
work dimensions (personal-time with family and for leisure; professional-roles and
responsibilities; and situational-context of work environment) had a positive influ-
ence on their job satisfaction and psychological well-being [70]. A study conducted
by Padmanabhanunni and Pretorius [71] showed that teacher’s identity was negative
correlated with anxiety, hopelessness, role ambiguity, and role stress. In other words,
teacher’s who had a higher perception of their identity as an educator had levels of
ambiguity, anxiety and stress. A longitudinal study examined teacher’ perceived
stress levels (time 3) through coworker support (time 2) and cooperation frequency
(time 1) for class preparation [72]. A hierarchical model was implemented to analyze
the influence of between-group variable, group-level (school) on within-group,
individual-level variables (colleague support and cooperation frequency). The results
showed a statistically significant influence of cooperation frequency on teacher’s
stress at the within-group level but not at the between-group level when mediated
by colleague’s support. These results show that teachers who prepared for classes
with colleagues at time 1 reported lower workplace stress at time 3 than teachers who
worked by themselves to prepare for classes. Furthermore, greater colleague sup-
port was reported at time 2 by those teachers who had worked with other teacher on
class preparation in time 1. This study highlights the role of coworker cooperation in
encouraging teachers to participate in job-related professional development and the
importance of collective effort for class preparation that helps to enhance instruc-
tional quality and reduce teacher stress.

On similar lines, organizational and social support (in the form of interactions
with coworkers and superiors) have protective effects from occupational stressors
(Climate and Organizational Functioning; Pressure at Work; Infrastructure and
Routine work activities), and burnout (Emotional exhaustion/Professional frus-
tration and Depersonalization/Detachment) as shown in the study conducted by
Baptista and Cardoso [73]. The study highlights that low quality of affective relation-
ships with coworkers, limited relationships with superiors, less opportunities for
professional development and growth, insufficient bonuses, limited communication,
and inadequate acknowledgement and appreciation at the workplace can increase
stress and burnout in teachers. The role of mentoring support in reducing risk of
stress in teachers has also shown to reduce the risk of conflicts, occupational stress
and burnout in teachers. Boyle et al. [74] showed that teachers who were assigned a
mentor at the workplace experiences less stress risk than teachers who were not allo-
cated a mentor. The literature on mentoring support provides evidence of the benefits
teachers receive from mentors assigned to them in schools. The study conducted by
Kapadia et al. [75] highlights the advantages of mentoring program for novice teach-
ers (beginning career) in the form of teaching strategies, classroom management and
observation, and the supportive role of school principals. On similar lines, Ronfeldt

81



Conflict Management — Organizational Happiness, Mindfulness, and Coping Strategies

and McQueen [76] analyzed data from US National Center for Education Statistics
(NCES) to demonstrate that an assigned mentor during the first-year of teaching
significantly reduced the odds of turnover intentions in teachers. The research on
mentoring also provides evidence of induction programs that school districts should
have which has a positive impact on occupational commitment, job satisfaction,
teacher retention, pedagogical methods and practices, and student achievement with
decrease in turnover intentions [41]. The research studies on teacher mentoring and
induction programs highlights the need of such initiatives by school district adminis-
tration to address the antecedents (e.g., support and resources on teaching, classroom
management, lesson planning, assessments, student-teacher relationships, parent-
teacher relationships) that can lead to conflicts, stress and burnout in teachers.

6. Teacher self-efficacy and conflict management

This section reviews the research literature on the role of self-efficacy as an impor-
tant coping strategy to manage conflicts, stress and burnout in teachers [77-80]. In
the previous section, we saw that school climate plays an important role in teacher’
self-efficacy. Self-efficacy is the extent to which an individual feels competent and
confident to efficiently complete the assigned responsibilities, resolve conflicts, and
manage stress. A study conducted by Betoret and Artiga [81] showed that self-
efficacy (teacher’ ability to efficiently implement the teaching process and classroom
management) along with active coping strategy provides a protective effect against
pedagogical barriers (stressors) at the classroom-level (workload, student misbehav-
ior and demotivation, and student diversity), school-level (lack of decision-making,
and ambiguity in administrative demands), parent’s level (passive parental involve-
ment) and on burnout (emotional exhaustion, low personal accomplishment and
depersonalization-dependent variables). The hierarchical regression results show that
majority of pedagogical barriers increase emotional exhaustion, and makes the teach-
ers feel low about their personal achievement and depersonalization. All student-level
(except student diversity) factors increase the scores of the three dependent variables
related to burnout. The school-level (except ambiguity in demands), and parent-level
factor also had enhanced the negative feelings of burnout in teachers. Active coping
(ability to deal with the problems directly) reduced the three indicators of burnout
while passive coping (avoidance of direct conflict with problems) increased burnout.
The self-efficacy in teachers decreased with increase in work experience and that
primary school teachers reported higher efficacy scores than secondary school teach-
ers. Self-efficacy had a negative impact on passive coping. Self-efficacy on instruc-
tional management had a positive impact on active coping strategy. These results
indicate that teachers who have higher efficacy have the ability to directly deal with
the problem at hand rather than avoiding it to reduce stress. A similar study showed
that self-efficacy mediated the effect of perceived stress and job burnout (emotional
exhaustion, depersonalization, and reduced accomplishment). In other words,
self-efficacy helps teachers to develop effective strategies to deal with job-related
stressors and helps them to develop a positive attitude and mindset towards teaching.
The development of a positive mindset helps the teachers to perceive their failures as
opportunities for learning and for regulation their emotions [82]. Putwain and von
der Embse [83] showed that perceived self-efficacy of teachers moderated the rela-
tionship between pressure arising from curriculum changes and perceived stress. In
other words, teachers who had higher self-efficacy scores had lower perceived stress

82



Conflicts in PK-12 Schools: Causes, Consequences and Management
DOI: http://dx.doi.org/10.5772/intechopen.1004344

when compared to teachers who reported lower self-efficacy. Another study reported
that self-efficacy fully mediated the relationship between social support at workplace
and teacher’ job satisfaction. The study also revealed that the likelihood of teachers to
give positive reviews about the school administration was higher when they received
frequent and immediate feedback from the school’s leadership [84].

Jeon et al. [85] examined the role of three types of self-efficacy (general teaching
efficacy, personal teaching efficacy, and disciplinary teaching efficacy) on teachers’
self-perceived psychological well-being, stress, and emotional exhaustion. General
teaching efficacy had a negative association with stress and emotional exhaustion
indicating that teachers who have confidence in their teaching had lower feelings of
stress and emotional fatigue. Disciplinary teaching efficacy had a negative impact
on emotional exhaustion. This result shows that teachers have lower emotional
exhaustion when they have higher levels of efficacy to discipline children. The study
results also showed that teachers had lower levels of depressive symptoms, stress and
emotional exhaustion when they have positive perceptions of their work environment
(professional development opportunities, family support, less chaos in child care at
school and children’s behavior). Self-efficacy has also been investigated in consonance
with teacher resilience which is an important strategy for emotional regulation
(ability to effectively manage one’s emotions due to job-related stress). Li [86] showed
that teacher’s self-efficacy and emotional regulation had a positive impact on their
resilience. Teacher self-efficacy had a protective effect from teacher burnout. The
results further showed that resilience fully mediated the relationship between teacher
self-efficacy and burnout. The study shows that teachers who have higher self-efficacy
in their teaching competence are more resilient, tend to spend more time and effort to
be engaged in their responsibilities, have a higher sense of belonginess to the school,
and experience less burnout. Klassen et al. [87] showed that self-efficacy mediated
the relationship between job stress from student’s behavior in teachers across three
different countries (Canada, England and Thailand). In other words, teachers who
had self-efficacy were better able to handle student’s behavior and deal with their
job-related stress.

The longitudinal impact of self-efficacy (school and class) and induction program
on beginning teacher’ (3 years’ experience) psychological well-being (perceived dis-
contentment and job tension) was examined in an experimental study. The teachers
in experimental group schools had developed and implemented an induction program
whereas control group teachers had no such program. The results showed that over
time, higher is teacher’s perceived self-efficacy, lower is their discontentment and job
tension. On the other hand, higher is the perceived stress over time, higher would be
the perceived discontentment and job tension. The comparison between experimental
and non-experimental school shows that an increase in the school self-efficacy scores
of teachers in the induction program causes a reduction in job tension 10 times more
when compared to teachers who were not in any induction program. An increase in
class self-efficacy scores of teachers in the induction program leads to a decrease
in job discontentment scores that is 16 times stronger when compared to teachers
in the control group. School self-efficacy had an eight times lower influence on job
discontentment for control group teachers when compared to experimental group
teachers. In both groups, higher self-efficacy lead to lower job discontentment [88]. A
mixed-methods study investigated the influence of online professional development
program on teacher’ self-efficacy, burnout and stress. The study was an experimental
study in which teachers were randomly assigned into three different treatment groups
(course-only, coaching, and reflective writing) and one control group. No significant
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differences were found between the experimental groups with regards to changes

in stress, self-efficacy, emotional exhaustion, and personal accomplishment when
compared to the control group. No significant differences were found in self-efficacy
among the coaching and reflective writing group when compared to control group.
The course-only group had lower self-efficacy scores in comparison to control group.
The qualitative results showed that coaching and reflective writing groups helped
teachers to express their emotions when they were exhausted and had low levels of
self-efficacy. Course-only teachers became more emotionally worn-out and showed
lower self-efficacy than reflective writing group. Teachers in coaching group were able
to talk about the challenges and obtain quick feedback which helped them to cope up
with emotional exhaustion and lower self-efficacy [89].

7. Interventions for stress management

The immediate consequence of workplace conflicts is stress. The empirical
literature on teacher stress management have investigated the use of different type
of techniques, such as knowledge-based (teacher education on problem behaviors),
behavioral (meditation and relaxation), and cognitive-behavioral interventions
(social-emotional learning, manual based treatment protocol, stress management
approaches) as well as mindfulness training [90] that helps to manage stress [91].
Mindfulness is defined as the purposeful experience of the present moment without
making any judgments or decisions about it. The self-awareness, regulation and
transcendence framework explain that the practice of mindfulness can help the
individual to separate their feelings and thoughts from circumstance and/or people
causing conflicts in workplace which helps to reduce stress and burnout [92]. The
literature reports five dimensions of mindfulness which are acting with awareness,
describing, observing/ noticing, nonreactivity to inner experience, and nonjudging
of inner experience [93]. A study conducted by Aundrea and Bostain [94] showed
than teacher’s mindfulness had positive relationships with their resilience to manage
burnout. A review of literature on mindfulness interventions for teachers shows its
beneficial effects in the form of reduction in depression, anxiety, and tension and
an increase in attention, memory capacity, and adaptability to manage work tension
[90]. The results of a randomized controlled trial showed the effects of an interven-
tion that combined mindfulness and social-emotional learning. The intervention
significantly reduced perceived stress in secondary teachers and conflict in student-
teacher relationship [95]. These studies highlight the importance of behavioral,
cognitive and mindfulness interventions to manage conflicts in school environment
and reduce stress and burnout in teachers.

8. Teacher conflict and stress during COVID-19

The pandemic brought unrealistic and unexpected changes in the school’s work
environment where all classroom teaching and other activities shifted to completely
online mode. These sudden changes led to increase in teacher anxiety, stress and
burnout due to role ambiguity, role conflict and minimal support from the school dis-
trict administration [62, 96-98], and psychosomatic health problems due to psycho-
social demand factors (job insecurity, workload, lack of organizational justice) and
lack of social support [99]. Teacher’s had to manage conflicts and stress arising from
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environmental, (school administration, student’s home environment and parent-
teacher relationship), role related (climate and classroom management, virtual
teaching, and student issues), and personal factors (work-family balance, uncertainty
and work over load) as reported in a study by Boneh et al. [100]. Teacher’s mental
health was also impacted during COVID-19 as examined in a systematic review con-
ducted by Santiago et al. [101]. The review showed that generalized anxiety disorders
were associated with several risk factors, such as age (younger individuals), gender
(females), ethnicity (African-American/Black), low income, having own children,
and lower job stability with less than 5 years teaching experience. Burnout syndrome
was associated with teacher’s emotional exhaustion, depression (due to work-family
conflict, work stress, limited social and emotional support, alteration in the social
relationships in workplace, job instability and job loss) and depersonalization as well
as lack of professional accomplishment. This syndrome was reported more in special
education teachers. Technostress (“unsuccessful adaptation due to failure in dealing
with technology and changes in the requirements related to the use of technology”

p. 24) was also a major cause of burnout. The review indicated that resilience, and job
satisfaction were commonly found to cope with anxiety, burnout, and stress [102].
The antecedents of burnout during COVID-19 were gender, age, perceived vulnera-
bility to disease, perceived infectability, germ aversion, and role stress (role ambiguity
and role conflict). The dimensions of burnout were anxiety, depression, hopelessness,
and dissatisfaction with life. Emotional exhaustion, depersonalization, and personal
accomplishment explained psychological well-being. Results showed that women
reported higher emotional exhaustion. All the dimensions of burnout significantly
predicted the constructs that explained psychological well-being. Fear of COVID-19,
role ambiguity and role conflict were significant predictors of burnout [103].

9. Teacher coping and conflict management during COVID-19

Teachers were faced to enhance their cognitive and emotional coping skills to deal
with the pedagogical challenges and conflicts to reduce the intensity of stress and
burnout during COVID-19. The presence of social support from coworkers and school
administration, coping resources helps the employee to meet the workplace demands
and also have flexibility to the change or shift in job responsibilities [104, 105].
Teachers had to develop new plans for instruction, classroom management, student
engagement and assessment. The disruption in routine procedures and increase in
work load also meant that it was important to review research on conflict manage-
ment strategies to reduce burnout and stress. The study conducted by Truzoli et al.
[106] showed that teacher’s self-efficacy, locus of control and stress coping strategies
(planning class activities, comparing oneself with coworkers, confiding in family and
friend, finding alternative means for relaxation) had protective effects on anxiety,
stress, and aggression). The study also showed that teacher’s technological skills,
support received from school, satisfaction with online teaching, and appropriate
communication in online teaching were reported to be effective coping strategies to
manage anxiety and stress.

A mixed-methods study conducted by Hidalgo-Andrade et al. [107] concluded
that social support (family, friends, spiritual activities) was the most frequently used
coping strategy during the pandemic to manage psychological distress followed by
leisure activities, mental health promotion (psychological well-being), and work with
study (professional growth). Another study conducted by Porru et al. [108] assessed
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teacher’s perception of risk to contract COVID and the effectiveness of health mea-
sures (EHM). The risk perceptions were used as mediating variables to examine the
causal impact of teacher stress, and cognitive factors (job satisfaction, self-efficacy
and emotional intensity) and their perceptions of COVID-19 on dependent variables
(teaching methods and social relationships at school). The path analysis results
showed that teacher stress was positively correlated with risk of contracting COVID-
19 and higher stress scores indicated lower perception of EHM. Teacher’s emotional
intensity had an indirect effect on their perception of COVID-19 through the risk
perceptions as mediator variable. The study also found that cognitive factors had

an indirect effect on dependent variables through risk perception of contracting
COVID-19 and EHM. The study highlights the importance of stress and presence of
cognitive coping strategies (self-efficacy and emotional intensity) in school teachers
[108]. The emotional competence and ability to handle conflicts of primary school
teachers was examined in terms of socio-demographic (sex, age, have own children)
and professional (teaching experience, type of school) variables and their ability to
manage students (interpret student emotions, respect for students). Women scored
higher than men in emotional competence and conflict handling capability. Age,
children, years of teaching experience, and type of school had no differences in terms
of emotional competence, classroom management and skill to deal with conflicts. The
youngest teachers showed slightly higher sensitivity to develop learning environments
that address student diversity. The results also indicated that teachers who loved their
work were marginally more prepared to deal with conflicts [109].

Resilience has been identified as a major factor that has a negative effect on role
conflict. In other words, high levels of resilience have a protective effect and reduces
the occurrence of role conflict. Padmanabhanunni [110] conducted as study on
teacher resilience and its relationship with role conflict, role ambiguity, life satisfac-
tion, anxiety and depression. The results showed that resilience had a negative impact
on anxiety, depression, and role conflict and ambiguity but a positive influence on life
satisfaction. In another study conducted by Liu et al. [111], the association between
job burnout, turnover intentions, and resilience was investigated in high school
teachers. The results showed that resilience had a negative effect on job burnout and
turnover intention, which again reiterates the idea that resilience is an effective cop-
ing strategy during conflict, and stress.

In addition to resilience, self-efficacy has been shown to manage conflicts, stress
and turnover intentions in teachers and offers a protective effect against burnout
during the pandemic [112, 113]. Teaching efficacy is directly related to teacher’s
self-efficacy which is the trust teachers have in their ability to help student learn,
motivate, engage and attain high levels of academic achievement. Self-efficacy related
to teaching (instructional strategies, classroom management and student engage-
ment along with emotional regulation were examined as predictors for work-related
burnout. The results showed that lower scores on self-efficacy related to instructional
strategies led to higher burnout scores [112]. A study conducted by Lucker et al.

[96] explored the sources of support that teachers felt were important to them. The
teachers indicated in their survey responses that family, friends, pupil’s student’s
parents, school management, coworkers were the most important individuals who
supported them during the pandemic. The teachers also noted the different types
of conflict and stress coping strategies, such as availability of reliable information,
relaxation techniques (e.g., sports and yoga, activities in nature), experiencing
appreciation and being with people who are valuable. The study showed that proac-
tive coping was positively correlated with perceived self-efficacy. The results also
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showed that teachers who had higher levels of perceived self-efficacy and proactive
coping were less likely to leave their jobs than those teachers who had higher levels

of stress. Teaching efficacy on technological content knowledge (TCK) and overall
satisfaction with personal lives were also shown to have beneficial effects on online
teaching during the pandemic. The role of self-efficacy has also been examined with
technological content knowledge, motivation (intrinsic and extrinsic) in the context
of occupational stress (burnout and technostress/technological overload) and inten-
tions to use online instruction. The results showed that teacher’s self-efficacy intrinsic
motivation negatively influenced their intention to continue the use of online instruc-
tion. Intrinsic motivation also had a negative impact on burnout and technostress.
Burnout and technostress were significant mediators between intrinsic motivation
and intention to continue the usage of online instruction.

Job satisfaction is the contentment and happiness an employee feels in the
workplace with regards to their performance, productivity and overall well-being.
Several studies have shown the positive effect of teacher’s job satisfaction on various
outcome variables, including conflict and stress management. A study conducted by
Padmanabhanunni and Pretorius [97] used teaching satisfaction as a measure of job
satisfaction. The results showed that teaching satisfaction had a negative relationship
with role conflict, role ambiguity, depression, and negative aspect of psychological
well-being and a positive association with life satisfaction. Both role conflict and
role ambiguity had a positive association with anxiety and depression. Research has
shown that employees who have high self-efficacy also have more job satisfaction.
Hence, self-efficacy is an important predictor of job satisfaction as shown in the study
by Bartosiewicz et al. [114]. The quantitative analyses showed that job satisfaction
had a positive impact on work-related behaviors related to healthy type (committed,
balanced, problem-solvers) where employees reported higher levels of self-efficacy
scores when compared to burnout (high levels of pessimistic emotions and low
mental resilience) and savings type (reduced level of motivation, limited levels of
professional responsibility). In a study conducted by Punzalan [102], job satisfaction
has also been shown to have a negative correlation with work family conflict and
family work conflict.

10. Summary

This chapter presented the current research trends on the causes, consequences
and management of conflicts occurring in PK-12 schools with teachers as the main
focal point. The primary causes of conflict in schools is due to individual (e.g.,
self-efficacy, coping strategies), and contextual-level factors (e.g., organizational
fairness, workplace climate, availability of interventions for stress management)

[22, 26, 73, 95]. The majority of studies reviewed were either quantitative or quali-
tative research design. Future studies on conflicts in schools can focus on mixed-
methods research designs to have richer data and deeper understanding of the factors
under investigation. The research conducted in this topic can also investigate the role
of workplace bullying as one of the antecedents for conflicts. Future research on con-
flicts can also utilize longitudinal research designs to study the role of individual and
contextual-level factors on conflict management and resolution over a period of time.
Furthermore, the research on conflicts with teachers as the focal point can benefit

if interventions and strategies can be developed based on the source of conflict. The
knowledge generated could be used by principals and school district administration
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to effectively manage and resolve conflicts in an appropriate and timely manner. The
current body of empirical literature on conflicts in PK-12 schools is valuable. Further
research on this topic would be beneficial to reduce the negative consequences of
conflicts at micro and macro levels within school districts.
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Chapter 6

Harmony amidst Turmoil:
Navigating Conflict with
Mindfulness

Zohveh Hosseinzadeh

Abstract

Conflict can lead to lower employee productivity and job satisfaction. By
incorporating mindfulness practices into the workplace, organizations create an
environment where employees can respond thoughtfully and promote a harmoni-
ous and cooperative atmosphere. Mindfulness is the act of paying attention ina
particular way: on purpose, in the present moment, and non-judgmentally. It enables
us to observe our thoughts, emotions, and sensations without being carried away by
them. The benefits of mindfulness in the workplace are enormous. It decreases stress
levels and turnover rates, improves productivity, and fosters innovation. Mindfulness
improves negotiation, problem-solving, and decision-making. It also promotes a
culture of respect, compassion, and empathy. It allows individuals to recognize and
regulates harmful behaviors. Mindful leadership enhances feedback loops and com-
munication channels. Studies show a positive correlation between leader mindfulness
and employee well-being and performance. Clear roles, expectations, and conflict
resolution skills that promote collaboration and discourage competition are some of
its benefits. Some companies, such as Google, have successfully implemented mind-
fulness programs to reduce conflict and improve employee well-being, performance,
and creativity. Mindfulness allows for better empathy, understanding, and open
communication during conflicts. Open communication and active listening foster
trust and prevent misunderstandings during conflict situations.

Keywords: mindfulness, negotiation, problem-solving, decision-making, leader
mindfulness, conflict organization management

1. Introduction

Conflict can make employees less productive and satisfied with their jobs,
resulting in lower performance. Unresolved conflict tends to fester and grow, making
it even more challenging to resolve in the future. Taking a positive approach toward
conflicts is advantageous and results in a greater sense of connectivity with colleagues
at the workplace.

The promotion of prosocial attitudes and behaviors, as well as the attenua-
tion of antisocial behaviors linked with conflict, has been demonstrated through
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the implementation of mindfulness. Mindfulness facilitates constructive conflict
management, fostering collaboration, and avoiding avoidance [1]. The practice of
mindfulness has been found to positively impact an individual’s ability to regulate
their emotions, resulting in a decrease in emotional exhaustion and an increase in
overall job satisfaction [2]. Individuals with a high level of mindfulness tend to utilize
a broader range of contextual details and employ their metacognitive abilities to reas-
sess conflicts to demonstrate consideration for others [1].

2. What is mindfulness?

Mindfulness rooted in Buddhist meditation has entered the psychology mainstream,
partly through the work of Jon Kabat-Zinn and his Mindfulness-Based Stress Reduction
(MBSR) program. Jon Kabat-Zinn says mindfulness is “paying attention in a particular
way: on purpose, in the present moment, and non-judgmentally” [3].

By cultivating mindfulness, we can develop a greater sense of clarity, calmness,
and connection to ourselves and the world around us. It allows us to observe our
thoughts, emotions, and sensations without getting carried away by them. Instead of
reacting automatically, we can respond to situations more intentionally and wisely.
Mindfulness is a quality that every human being already possesses. It is not something
individuals must conjure up; they just have to learn how to access it.

Introducing mindfulness into the workplace is a beneficial undertaking on mul-
tiple fronts. It is a moral obligation to prioritize the health and adaptability of all staff
members. Moreover, mindfulness is a wise commercial venture that yields fruitful
returns. It can facilitate a decrease in stress levels, a reduction in turnover rates, an
improvement in productivity, an attraction of top-tier talent, and an increase in
innovation.

2.1Individual mindfulness and organizational mindfulness

The construct of individual mindfulness encompasses a variety of components,
namely observing, describing, acting with awareness, accepting without judgment,
and non-reacting to inner experiences. Organizational mindfulness is defined by a
group of five essential precepts: an unrelenting fixation on failures, a disinclination
to oversimplify, an increased awareness of operations, an unwavering dedication to
resilience, and a profound respect for expertise. It helps organizations detect early
signs of approaching threats and enables more rapid responses. Mindfulness can aid
organizations in identifying and resolving issues before they become major concerns,
while also fostering innovation by encouraging exploration of new solutions and
perspectives [4]. By providing cues regarding the organization’s expectations, incen-
tives, and assistance, organizational mindfulness constructs a framework that helps
individuals understand the context within the organization.

2.1.1 The effects of individual mindfulness

Individual mindfulness helps members of organizations obtain an objective
perspective even in stressful situations. This ability can facilitate effective communi-
cation among individuals in such situations and promote a willingness to respect and
defer to expertise. Individual mindfulness makes individuals more sensitive to other
members’ perspectives.
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The cultivation of individual mindfulness is a significant factor in the facilitation
of inventive approaches to problem-solving and acquisition of knowledge, subse-
quently developing novel insights that may be effectively disseminated throughout
the organization. Organizational mindfulness implies individual mindfulness but not
vice versa [5].

2.2 Mindfulness in modern workplaces. Where fast-paced environments often
lead to reactive behaviors

In today’s fast-paced and ever-changing work settings, the value of mindfulness
is becoming more and more evident. The rapid pace of technological advancements,
coupled with the constant stream of information and tasks, has created an atmo-
sphere where encourages giving priority to responsive actions. In such a dynamic
setting, the practice of mindfulness offers a valuable antidote to the impulsivity and
stress that can undermine effective conflict resolution and overall well-being.

In the hustle and bustle of modern workplaces, employees frequently find them-
selves caught in a cycle of reacting to stimuli without thoughtful consideration.
Emails must be answered promptly, meetings attended, deadlines met, high expecta-
tions, and a never-ending to-do list can result in chronic stress, which not only takes
a toll on our mental and physical well-being but also affects our ability to handle
conflicts effectively. When stress levels are high, our ability to regulate emotions and
think rationally can become compromised.

This culture of immediacy can lead to knee-jerk reactions and impulsive
responses, particularly in situations involving conflicts. People might respond to
conflicts hastily, driven by emotions or external pressures, rather than taking the time
to analyze the situation from a holistic perspective.

Mindfulness encourages individuals to pause, reflect, and respond intentionally
rather than reactively. By cultivating mindfulness, employees can develop a height-
ened awareness of their thoughts, emotions, and physical sensations. This awareness
provides the mental space necessary to assess situations more objectively, leading to
more thoughtful and strategic conflict resolution.

Furthermore, mindfulness equips individuals with the ability to manage stress
more effectively. Modern workplaces are notorious for their high-stress environ-
ments, which can exacerbate conflicts and impede their resolution. Mindfulness
practices, such as deep breathing and meditation, help individuals regulate their
stress responses and prevent emotional overwhelm. As a result, conflicts can be
approached with a calmer and clearer mindset, enhancing the likelihood of finding
constructive solutions.

The impact of mindfulness is not limited to individuals; it extends to the overall
workplace culture. When both leaders and employees adopt mindfulness practices,
it fosters an environment where open communication, empathy, and collaboration
thrive. This culture of mindfulness promotes active listening and discourages knee-
jerk reactions, creating a space where conflicts can be addressed with mutual respect
and understanding.

In a world dominated by speed and constant demands, the practice of mindfulness
offers a path toward effective conflict resolution, improved decision-making, suc-
cessful negotiation, and enhanced overall well-being. By incorporating mindfulness
practices into a workplace’s framework, organizations can empower their employees
to respond thoughtfully, manage stress, and promote a friendly and cooperative work
environment.
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3. Negotiation effectiveness

Negotiations are a critical means of conflict resolution in both organizational
and personal settings. Negotiation effectiveness is associated with age, mindfulness,
emotional intelligence, extraversion, openness, conscientiousness, achievement
motivation, integrating, dominating, and compromising negotiation styles.

Negotiation styles have been linked to negotiation effectiveness. The most effec-
tive negotiation style combines compromising, integrating, and dominating styles
[6]. Negotiators who possess a high level of emotional intelligence (EI) are capable
of acquiring a broader and more comprehensive array of information regarding their
opponent’s essential interests, accurately gauging risks, employing strategies that
involve managing their own emotions or the emotions of their counterparts, and
evoking desirable emotions in those counterparts.

Effective negotiation requires that all parties involved possess a comprehensive
comprehension of the interests and preferences of their respective counterparts,
in addition to a meticulous recognition of their emotional states. The capacity to
understand subtle communication cues may be useful for negotiators and could assist
in guiding or avoiding potential obstacles [6]. The practice of meditation has been
linked to superior abilities in compromising, obliging, and integration, particularly
in situations where the interests of the other party are of significant importance.
Conversely, meditators have been seen to exhibit reduced inclination toward the
utilization of the avoiding and dominating styles, which tend to give more importance
to one’s own interests over that of the other party.

Openness and awareness, which are mindfulness’s most essential components,
positively affect negotiation effectiveness. Individuals with greater openness tend
to display greater flexibility and divergent thinking and this could help broaden
negotiations to develop better offers for themselves and others. And, negotiators who
are more aware tend to outperform their less aware peers, achieving more tasks and
making more preparations for complex tasks.

3.1 Mindfulness can lead to more successful negotiations

Practicing mindfulness may improve the negotiator and mediator’s capacity to
listen closely to themselves and others. Reb et al’s [7] study examined how mindful-
ness influenced the results obtained in distributive negotiations. Meditating people
are more effective in negotiation and associated variables such as EI. Meditators have
greater negotiating effectiveness than non-meditators with similar sociodemographic
characteristics [6]. The greater capacity for observation and awareness of the physical
stimuli, thoughts, feelings, and bodily sensations involved in a negotiation process
can lead to a constructive climate of joviality and greater openness and flexibility in
the search for solutions.

Incorporating facets of mindfulness, such as purpose, presence, acceptance, and
connectedness, may improve the effectiveness of the negotiator and may make the
experience more satisfactory and stimulating for the negotiator. The greater capac-
ity of observation and the awareness of the physical stimuli, thoughts, feelings, and
bodily sensations involved in a negotiation process can lead to an attitude of “firm
flexibility” when negotiating. For example, meditators act with awareness and with-
out reacting with “automatic pilot” (The ability to act without really thinking happens
when behavior becomes over-learned).
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Mindfulness training affords negotiators the ability to sustain their attention over
prolonged periods, process a more significant number of signals emanating from their
counterparts, and maintain superior emotional regulation. Additionally, meditation
can heighten one’s sense of empathy, thereby contributing to a deeper comprehension
of the counterpart’s perspective and fostering the development of trust.

Improved cognitive abilities and enhanced interpersonal behavior resulting
from mindfulness training can contribute to achieving more effective negotiation
outcomes.

4. Problem solving and mindfulness

Solving problems involves cognitive and behavioral domains encompassing
advanced cognitive skills, such as ascertaining, selecting, and formulating efficacious
resolutions [8]. Ren et al. [9] found that individuals who participated in meditation
practice demonstrated an increased ability to solve previously unresolved problems
compared to those in the control condition.

Mindfulness has been shown to have a positive effect on problem-solving skills.
When individuals practice mindfulness, they cultivate a state of non-judgmental
awareness and attention to the present moment. This phenomenon facilitates the
reduction of cognitive and emotional disruptions, thus enhancing the ability of
individuals to concentrate more effectively on their current tasks.

Research studies have demonstrated that individuals who regularly practice mind-
fulness are better able to approach problem-solving tasks with clarity and creativity.
They exhibit improved cognitive flexibility, which enables them to consider multiple
perspectives and alternative solutions. Mindfulness also helps to enhance working
memory, allowing individuals to hold and manipulate information more effectively,
ultimately leading to better problem-solving outcomes. Furthermore, mindfulness
has been found to reduce stress and improve emotional regulation. This is particularly
beneficial in problem-solving situations, as stress and negative emotions can hinder
the ability to think clearly and creatively. By promoting a calm and focused mindset,
mindfulness allows individuals to approach problems with a greater sense of compo-
sure and resilience [10].

The literature suggests that mindfulness has the potential to enhance problem-
solving abilities, particularly in resolving insight problems [9, 11]. Additionally,
mindfulness has been found to aid in identifying innovative solutions to given prob-
lems [12]. These findings imply that mindfulness may influence creativity, in terms
of both convergent and divergent thinking processes. As evidenced by the research
conducted by Ostafin and Kassman [11], consisting of a sample size of 157 individu-
als, trait mindfulness was found to be a significant predictor of enhanced insight
problem-solving capabilities. Furthermore, mindfulness training was observed to
exert a positive influence on this ability. Similarly, Gesell et al. [13] reported that
their own investigations suggest that mindfulness is linked to favorable outcomes
in the context of interpersonal relationships, as evidenced by heightened problem-
solving skills, a decreased tendency toward withdrawal, and an increased sense of
intimacy.

According to Dr. Natalia Karelaia, Assistant Professor of Decision Sciences at the
INSEAD Business School in Paris, mindfulness is incorporated into every business
area where strong decisions are required [14].

103



Conflict Management — Organizational Happiness, Mindfulness, and Coping Strategies

There are four main stages to making an effective decision, and mindfulness helps

with all of them:

1. The process of making a decision can sometimes benefit from refraining from

action and instead observing the course of events. Mindfulness can provide
valuable insight, courage, and patience to pursue this course of action when

it is deemed most appropriate. When a decision is necessary, mindfulness can
aid in delineating objectives, generating alternative options, and avoiding the
irrational escalation of a previously misguided decision. A practical method for
avoiding sunk-cost bias is applying mindfulness. The irrational inclination to
persist with a particular course of action solely due to prior investment of time,
effort, or finances is a common phenomenon. An instance of this tendency

is the reluctance to divest shares of a floundering company in anticipation of

a future price rebound, which amounts to a fruitless attempt to recover sunk
costs. Additionally, the practice of mindfulness can be instrumental in enabling
individuals to make reasonable decisions that align with their overarching
objectives and fundamental ethical principles.

2.Mindfulness techniques can be utilized effectively to mitigate the issue of infor-

mation overload by enhancing working memory and cognition. Furthermore,
practicing mindfulness can facilitate the concentration of one’ efforts toward
acquiring the most pertinent data available, which is more likely to adhere to a
sound decision-making framework and align with one’s long-term aspirations.
Avoiding habitual search patterns engendered by mindfulness can augment the
prospect of uncovering original or unforeseen concepts. Additionally, the con-
textualization of information can be facilitated through the enhancement of one’s
overall perspective via mindfulness techniques. As articulated by Dr. Karelaia,
mindful decision-makers are more prone to acknowledging the limitations

of their knowledge and objectively evaluating uncertainty. Indeed, empirical
research has indicated that individuals who exhibit greater mindfulness possess
a heightened tolerance for ambiguity and a greater propensity for decisive action
when confronted with difficult choices amidst many unknown variables.

3.Mindfulness has been shown to reduce cognitive rigidity, which refers to the

inclination to make decisions based on habitual thought patterns. Such cognitive
rigidity can significantly impede decision-making and constrain one’s think-
ing. Mindfulness also facilitates the ability to make more rational decisions by
mitigating emotional biases. This is achieved by fostering awareness of one’s
emotional landscape and enabling one to recognize when it is starting to influ-
ence their decision-making. Mindful individuals also tend to possess heightened
intuition, which stems from unconscious mental processes and can be instru-
mental in managing complexity and ambiguity. It often gives rise to innovative
“Eureka or Aha!” moments. Mindfulness notably promotes the resilience and
courage necessary to execute decisions effectively.

4.The final stage of the decision-making process could reasonably be consid-
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The phenomenon of mindfulness has been established as a significant concept in
the field of psychology, as it guarantees individuals possess a greater propensity for
acquiring appropriate insights from their experiences. It is a widely accepted norm
that individuals attribute their previous accomplishments to their own proficiency
while ascribing their past disappointments to external factors beyond their control.
The occurrence of overconfidence can result in extremely unfavorable outcomes in
both organizational and entrepreneurial settings. Individuals who exhibit mindful-
ness are more inclined to detach themselves from their ego, thereby fostering an
environment that is more receptive to negative feedback. Hence, decision-makers who
practice mindfulness are able to acquire knowledge in an impartial manner.

5. Culture of respect and compassion

Mindfulness in organizational and group conflict resolution is highly beneficial as
it promotes a culture of respect and compassion. When individuals cultivate mind-
fulness in their interactions with others, they are able to approach conflicts with a
sense of empathy and understanding. This mindset helps to foster a more conducive
environment for resolving disagreements and building positive relationships.

By practicing mindfulness, individuals are encouraged to pay attention to their
thoughts emotions, and conflict situations. This heightened self-awareness allows
them to recognize and regulate any negative or harmful behaviors that may arise.
Instead of reacting impulsively, it encourages individuals to recognize and manage
their biases, prejudices, and triggers to foster an inclusive and supportive environ-
ment. By practicing mindfulness collectively, groups can establish a foundation
of mutual understanding and empathy, allowing for healthier relationships and
increased teamwork.

According to Atkins and Parker’s research [15], compassionate organizational
behavior is positively associated with more helpful behavior, heightened trust,
support, and cooperation. They contended that compassionate behavior necessitates
aregulated response that involves cognition, rather than an automatic reaction.
Furthermore, they postulated that mindfulness may serve as a crucial enabler of
compassionate behavior, affording employees the capacity to respond consciously to
situations, rather than react automatically.

Furthermore, mindfulness cultivates a culture of respect by encouraging individu-
als to actively listen to one another, seek common ground, and appreciate diverse
perspectives. This open-minded approach helps to minimize misunderstandings and
promote effective communication, ultimately leading to more successful conflict
resolution.

6. Mindfulness and leadership

In recent years, companies have recognized the benefits of integrating mindful-
ness into their leadership practices. These organizations offer various resources,
training programs, and workshops to cultivate mindfulness skills among leaders.
The advantages of practicing mindful organizing are believed to yield both strategic
and operational advantages by establishing feedback loops and communication
channels between front-line employees and leadership to enhance organizational
processes [16].
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One key benefit of mindfulness in leadership is the development of self-
awareness. Through practicing mindfulness, leaders can become more aware of their
thoughts, emotions, and behaviors, enabling them to make conscious and informed
decisions. This self-awareness also extends to their interactions with others, foster-
ing better communication, empathy, and relationship-building skills. Mindfulness
helps leaders to enhance their focus and attention, which is crucial in a fast-paced
and complex business environment. By learning to be fully present in the moment,
leaders improve their ability to prioritize tasks, manage time effectively, and make
strategic decisions.

Reb et al’s [17] study indicated a positive correlation between the trait mindful-
ness of leaders and various aspects of employee well-being and job performance.
They posited that mindfulness enabled leaders to cultivate better connections
with their subordinates and attune themselves to their needs, which resulted in
improved job satisfaction and overall performance. Moreover, the benefits of
mindfulness are not limited to leadership roles alone. Still, they can also extend to
other domains involving interpersonal interaction, such as communication and
negotiation [18, 19].

These organizations also emphasize the importance of mindfulness in promot-
ing well-being, resilience, and stress management among leaders. By incorporating
mindfulness practices into their daily routines, leaders can reduce burnout, enhance.

6.1 Effects of mindful leader on organization conflicts

A mindful leader can actively work to decline conflict in the workplace. As
previously mentioned, mindfulness involves being fully present in the moment and
awareness of one’s thoughts and the environment. By practicing mindfulness and
developing emotional intelligence, a leader can be more attentive to potential conflicts
and take steps to prevent or de-escalate them. By being mindful and employing these
strategies, a leader can create a more harmonious and productive work environment,
reducing the likelihood of conflict.

One such leader is Nelson Mandela, who demonstrated outstanding leadership
during his time as the President of South Africa. He showed compassion, forgiveness,
and strong determination, which not only united his divided nation but also inspired
the world. Another example is Jeff Bezos, the founder of Amazon. Bezos had a clear
vision for his company and the determination to turn it into a reality. He also empha-
sized customer-centricity and innovation, which played a crucial role in shaping
Amazon into the e-commerce giant that it is today.

Here are some ways a mindful leader can decline conflict in the workplace:

1. Open Communication: Foster an environment of open and honest communication
where employees feel comfortable discussing concerns, issues, and differences.

2. Active Listening: Practice active listening skills, showing genuine interest in
other’s perspectives and opinions. It creates a sense of trust and helps prevent
misunderstandings.

3.Clear Roles and Expectations: Clearly define roles, responsibilities, and expecta-
tions for all team members, providing a clear framework for everyone to Collab-
orate. It promotes a collaborative working culture that emphasizes teamwork and
cooperative problem-solving, leading to the decline of competition and conflict.
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4. Conflict Resolution Skills: Develop conflict resolution skills and encourage
employees to do the same. Provide training or resources to help employees
effectively manage and resolve conflicts.

5.Emotional Intelligence: Develop emotional intelligence to understand and man-
age emotions in oneself and others. It allows for better empathy, understanding,
and communication during conflicts.

6. Address Issues Proactively: Address potential sources of concerns that might
arise and take action to prevent them from escalating.

7.Lead by Example: Model positive behaviors and conflict resolution strategies as
aleader. Demonstrate good communication, empathy, and fairness in your own
interactions.

8.Building trust: Mindful leaders prioritize building trust among team members.
By creating a psychologically safe environment, they encourage open and honest
communication. When employees trust their leader and feel safe expressing their
opinions and concerns, conflicts are less likely to occur or escalate.

9.Fostering a positive work culture: Mindful leaders actively work toward fostering
a positive work culture that values teamwork, appreciation, and inclusivity. Pro-
moting a sense of belonging and shared purpose creates an environment where
conflicts are less likely to arise, and employees feel motivated to work together
harmoniously.

7. Real-world organizations that have successfully implemented
mindfulness programs

One example of a real-world organization that has successfully implemented
mindfulness programs to decline conflict is Google. In recent years, Google has made
mindfulness a central focus of their employee well-being initiatives. Google’s most
popular mindfulness course, “Search Inside Yourself,” offered since 2007, trains
employees in mindfulness practices such as meditation and self-awareness.

By implementing this program, Google has seen positive results in reducing
conflict and improving employee well-being. Google believes that these mindfulness
programs teach emotional intelligence, which helps people better understand their
colleagues’ motivations.

Another example is Aetna, an American health insurance company. Aetna intro-
duced mindfulness programs as part of their employee wellness initiatives to address
workplace stress and improve overall. Aetna developed, launched, and studied two
mindfulness programs in 2010—Viniyoga Stress Reduction and Mindfulness at
Work—in collaboration with Duke University, eMindful, and the American Viniyoga
Institute. The goals of the programs were to help reduce stress and to improve reac-
tions to stress. Participants in both programs showed significant improvement in
perceived stress levels and productivity of employers.

General Mills has offered mindfulness programs to its employees in its
Minneapolis headquarters since 2006. The courses are designed to improve
employee focus, clarity, and creativity. The company also offers weekly meditation

107



Conflict Management — Organizational Happiness, Mindfulness, and Coping Strategies

sessions and yoga classes, and it has a dedicated meditation room in every building
on its campus.

Intel began offering its Awake@Intel mindfulness program in 2012. On average,
participants report a two-point decrease (on a scale of 1 to 10) in stress and feeling
overwhelmed, a three-point increase in overall happiness and well-being, and a two-
point increase in new ideas, insights, mental clarity, creativity, ability to focus, quality
of relationships at work, and level of engagement in meetings, projects, and team
efforts—all articulated goals of the program.

Green Mountain Coffee Roasters has also embraced mindfulness. The company offers
monthly daylong mindfulness retreats to its employees, their families, and friends.

It is unsurprising that AstraZeneca has incorporated mindfulness techniques to
alleviate employee stress consequent to being compelled to deliver outcomes in the
course of the Covid-19 pandemic. AstraZeneca has been at the forefront of ensuring
global safety and the return to normalcy; however, their personnel have been equally
affected by the psychological strains of the lockdown. Indeed, AstraZeneca has
published a dedicated employee wellbeing handbook to steer staff members through
the transitioning process of returning to work after the pandemic. The guidebook set
out methods to manage physical and mental wellbeing, including mindfulness asa
fundamental technique to enhance mental health [20].

Nike has an outstanding history of encouraging a healthy work environment. Nike
was one of the first businesses to provide their employees with weekly free meditation
classes and free yoga—the activity has since expanded to many more of their loca-
tions across the world. By promoting mindfulness, Nike allows its employees to feel
refreshed and focused while on the job, resulting in improved work performance and
a decrease in sick days.

Bjorn Anderson, Recruiting Manager at Nike said about the program:

It can be easy to focus so much on physical activity for the body that sometimes we
forget to exercise the mind. Nike is committed to our total wellness. I started meditat-
ing almost 2 years ago (thanks to my wife). Meditation has transformed my life both
personally and professionally, in only 3 minutes or less per day [21].

8. Conflicts can facilitate change and progress

While mindfulness can contribute significantly to declining conflict in the
workplace, it’s important to note that conflict is a natural part of human interac-
tions. On some occasions, it can lead to positive outcomes such as increased levels of
innovation, improved decision-making processes, and the strengthening of social
connections.

When individuals have different viewpoints or ideas, it can give rise to innovative
solutions. Conflicts challenging existing norms or ideas foster a culture of thinking
outside the box, pushing individuals to explore alternative approaches. Conflicts have
the potential to enhance decision-making processes. Introducing Diverse viewpoints
contributes to more comprehensive discussions and the analysis of various alterna-
tives. This can ultimately lead to improved decisions by considering different per-
spectives and potential consequences. Conflicts can strengthen relationships. When
conflicts are approached with open-mindedness and a willingness to understand
others, they allow individuals to communicate and collaborate more effectively.
Conflicts can lead to greater mutual understanding and respect through constructive
dialog and compromise.
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While conflicts are generally seen as harmful and disruptive, they can also have
positive outcomes when managed effectively. It is important to note that a mindful
leader can manage conflicts effectively to harness their potential for positive change.
Leaders need to create a safe and supportive environment for conflict resolution,
encourage respectful dialog, and facilitate productive discussions. By doing so,
conflicts can become catalysts for growth, innovation, and progress in the workplace.
Here are some ways conflicts can contribute to positive change by considering the
mindfulness approach.

8.1 Non-judgmental approach

Conflicts often arise when a team or organization has underlying issues or problems.
These conflicts can act as a signal that something needs attention or improvement.
By addressing the root causes of conflicts, leaders can identify and resolve underlying
problems, leading to positive changes in processes, systems, or team dynamics.

Mindful leaders approach conflicts without judgment or bias, and create an atmo-
sphere where individuals feel safe expressing their opinions and concerns without
fear of being criticized or dismissed. By suspending judgment, they encourage open
dialog and help individuals explore the underlying causes of the conflict.

8.2 Active listening and empathy

Conflict resolution processes often involve open and honest communication,
active listening, and finding common ground. Through these processes, individu-
als can develop stronger relationships built on trust, understanding, and respect.
Resolving conflicts can create a foundation for better collaboration, teamwork, and a
more positive work environment.

Mindful leaders practice active listening, paying full attention to the perspec-
tives and concerns of all parties involved in the conflict. They demonstrate empathy
by understanding and acknowledging the emotions and needs of each individual.

By showing genuine interest and empathy, they can foster understanding and
collaboration.

They can facilitate constructive conversations, encouraging individuals to express
themselves openly and honestly. They guide the discussion toward finding mutually
beneficial solutions and work with the parties involved to reach agreements that
address the root causes of the conflict.

8.3 Emotional self-regulation

Mindful leaders develop a strong sense of self-awareness, including an
understanding of their emotions, triggers, and reactivity patterns. When conflicts
arise, they remain calm, composed, and non-reactive, allowing them to approach
the situation clearly and objectively. They can create a safe space for open dialog and
problem-solving by managing their emotions. Mindful leaders can engage in the
practice of non-reactivity, whereby they possess the ability to meticulously observe
their emotions without rushing to act upon them. This skill enables them to create a
distance between their emotions and their responses, enabling them to make con-
scious choices rather than being solely driven by their emotions.

When they face conflict or challenging situations, they can pause before respond-
ing. They use this time to reflect on their emotions, considering the potential impact
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of their actions and words. By taking this moment of reflection, they can respond
more thoughtfully and constructively.

9. Conclusion

Mindfulness, rooted in Buddhist, is the practice of paying deliberate, non-judgmental
attention to the present moment. By embracing mindfulness, we can achieve greater
clarity, tranquility, and a stronger connection to ourselves and our surroundings.

This practice empowers us to observe our thoughts, emotions, and sensations with-
out being controlled by them, enabling us to respond consciously rather than react
reflexively.

Introducing mindfulness into workplaces yields multifaceted benefits. It is not
only a moral responsibility to prioritize the wellbeing of employees but also a stra-
tegic move with positive commercial outcomes. Workplace mindfulness can lead
to reduced stress levels, lower turnover rates, heightened productivity, enhanced
recruitment of top talent, and increased innovation.

Mindfulness operates on both individual and organizational levels. Individual
mindfulness involves key aspects such as observation, awareness, and non-reactive
acceptance of experiences. Organizational mindfulness, on the other hand, encom-
passes an unwavering focus on failures, a nuanced understanding of operations,
resilience, and respect for expertise. Organizational mindfulness aids in recognizing
potential threats early and responding effectively, fostering proactive problem-
solving and innovative thinking.

In today’s rapidly changing workplaces, marked by fast-paced environments and
reactive tendencies, mindfulness takes on an essential role. The constant influx of
information and demands can lead to impulsivity and stress, which hinder conflict
resolution and overall wellbeing. Mindfulness provides a counterbalance by encour-
aging intentional responses over reactive behaviors. It empowers individuals to man-
age stress and approach conflicts with a clear mind, leading to more effective conflict
resolution. Moreover, a culture of mindfulness at the workplace fosters open com-
munication, empathy, and collaboration. In the midst of a world driven by urgency,
mindfulness offers a path to effective conflict resolution, improved decision-making,
successful negotiation, and enhanced wellbeing.

Negotiation effectiveness plays a pivotal role in conflict resolution, encompassing
various factors such as mindfulness, emotional intelligence, and negotiation styles.
Successful negotiators combine compromising, integrating, and dominating styles,
while those with high emotional intelligence excel in understanding opponent’s
interests and emotions. Mindfulness, with its focus on openness, awareness, and emo-
tional regulation, contributes positively to negotiation outcomes.

Mindfulness also enhances problem-solving skills by promoting non-judgmental
awareness of the present moment. This state of mind reduces cognitive and emotional
disruptions, allowing individuals to concentrate better and approach problems
with clarity and creativity. Research supports that mindfulness improves cogni-
tive flexibility, working memory, and emotional regulation, all critical for effective
problem-solving.

Moreover, mindfulness positively influences decision-making processes. By aiding
in the observation of events, mindfulness enhances objective decision-making. It
helps manage information overload, mitigate cognitive rigidity, and reduce emotional
biases. It also encourages the acknowledgment of mistakes and promotes learning
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from experiences, fostering resilience and courage in decision-makers. Ultimately,
incorporating mindfulness into negotiation, problem-solving, and decision-making
processes can lead to improved outcomes, better conflict resolution, and a more effec-
tive approach to challenges.

Fostering a culture of respect and compassion through mindfulness is a power-
ful approach to conflict resolution in both organizational and personal contexts. By
cultivating mindfulness, individuals can break free from automatic reactions, manage
biases, and create an inclusive and supportive environment.

In organizational settings, mindful leadership plays a pivotal role in conflict man-
agement and prevention. Leaders who practice mindfulness promote open dialog,
active listening, and empathy, leading to improved relationships and better conflict
resolution outcomes. Moreover, mindfulness programs implemented by real-world
organizations such as Google, Aetna, and General Mills have showcased the positive
impact of mindfulness on reducing conflict, enhancing well-being, and boosting
overall performance.

However, it is important to recognize that conflicts can be catalysts for positive
change when managed mindfully. Mindful leaders approach conflicts with a non-
judgmental perspective, actively listen to all parties involved, and regulate their emo-
tions. By addressing underlying issues and fostering open communication, conflicts
can lead to innovation, improved decision-making and strengthened relationships.

In a world where conflicts are inevitable, mindfulness offers a pathway to
resolving disputes in a respectful, compassionate, and productive manner. By cul-
tivating mindfulness individually and collectively, individuals and organizations
can transform conflicts into opportunities for growth, collaboration, and positive
transformation.
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Chapter7

Technology Self-Efficacy
and Mindfulness as Coping
Strategies for Technostress in
Hybrid Work Settings

Martha Harunavamwe and Herbert Kanengoni

Abstract

Information technology (IT) has brought a number of benefits in aiding remote
work and facilitating hybrid work models. Though individuals are enjoying the
benefits, hybrid work settings are characterised by ambiguity and excessive use of
technology, which may result in technostress and may influence well-being negatively.
Within this hybrid work model, a number of techno-stressors may impede employee
efficiency and trigger anxiety. Among the stressors are techno-overload, techno-
complexity, techno-unreliability, techno-uncertainty and techno-invasion. These
techno-stressors may be exacerbated by other hybrid work model challenges includ-
ing long working hours, consistent connectivity, emotional exhaustion, demand for
higher cognitive abilities, workaholism and overload. Technostress has thus emerged
as a critical issue within the realm of management, owing to its propensity to impose
pronounced repercussions on employee welfare and work-life equilibrium, in ways
that can significantly impact the overall efficiency of organisations. This chapter
contributes and expands literature by identifying technology self-efficacy and mind-
fulness as coping mechanisms that can be applied by organisations to mitigate the
negative consequences of techno-stressors. The recommendations offer practical value
in developing, planning and implementing targeted interventions that enable indi-
viduals to cope. Practising and implementing technology self-efficacy and mindful-
ness strategies can protect employees from the negative consequences of technostress,
enhance well-being and improve the overall performance of the organisation.

Keywords: technology self-efficacy, mindfulness, coping strategies, technostress,
hybrid work settings

1. Introduction

A recent survey revealed that nine out of ten employees expect flexibility at
work and they are ready to quit if they do not get it [1]. In response, about 77% of
organisations have opted for hybrid work settings. Thus, understanding the changing
working landscape and providing physical spaces that revolutionise innovation and
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provide the technology needed to enable the hybrid work facets have become crucial.
Additionally, the proliferation of IT to facilitate hybrid work settings within organisa-
tions has resulted in significant alterations, enhancements and heightened effective-
ness. Nonetheless, there exist unfavourable facets linked to the stress induced by IT
[2, 3]. This phenomenon, known as ‘technostress’, denotes the stress encountered by
employees due to the extended and intensive utilisation of IT. Unforeseen technology
slowdowns or breakdowns, as well as unfamiliarity with software, applications and
technology, can result in employee stress leading to feelings of anxiety and hopeless-
ness in technology-dependent industries [4, 5]. The impacts of technostress are
substantial, with projections indicating that its repercussions incur a financial toll
exceeding 100 billion pounds annually for businesses in the United Kingdom. This
stems from diminished workforce productivity, elevated rates of employee absentee-
ism, heightened turnover and escalated expenditures on insurance [6].

Considering the evident influence of technostress on corporate performance and
its potential implications for the overarching prosperity of organisations, it becomes
imperative to strategize interventions within the evolving paradigm of hybrid
work settings to ameliorate the effects of technostress. Organisational mechanisms
known as technostress inhibitors, such as literacy enhancement, frequent technical
assistance, and engagement facilitation, have been applied commonly as strategies
to effectively diminish the influence of technostress on employees [7]. However,
with the shift to a hybrid work model, the problem seems to have taken a new turn
and presents unique challenges [8, 9]. Only limited research has explored alterna-
tive methods of alleviating the adverse impacts of technostress within the hybrid
model. Research has suggested that leveraging personal resources, such as technol-
ogy self-efficacy [10], and mindfulness can act as potential mechanisms to alleviate
technostress and hybrid work challenges [6]. Although previous studies have inves-
tigated extensively the beneficial effects of personal resources on work-related stress
in general [11, 12], we examine the role of technology self-efficacy and mindfulness
both to mitigate the effects of technostress and to alleviate its negative consequences.
This chapter tries to answer the question: how can these two personal resources (tech-
nology self-efficacy and mindfulness) be applied as coping strategies for technostress
creators within the hybrid work setting? The following sections will be addressed in
the chapter: an outline of the challenges associated with technology in hybrid work
models, technostress creators, other challenges of hybrid work models, theoretical
explanations, personal resources, technology self-efficacy, mindfulness, practical
tips, lessons learnt and recommendations.

2. Challenges associated with technology use in hybrid work
environments: techno-stressors

Technostress has been referred to as a modern disease of adaptation, a condition
resulting from the difficulty of adapting to new IT [13]. No one is spared from the pace
at which technology is changing and improving. Individuals are attempting to handle
the constantly altering and developing information and communication technologies
(ICTs), which introduce novel complexities in adapting to the frequent transforma-
tions in the cognitive, social and physical demands imposed by ICT within work con-
texts [14]. The prevalent adoption of virtual and hybrid work arrangements facilitated
by ICT has engendered a series of stress-inducing factors for employees, encompass-
ing issues such as excessive workload, encroachment on personal time, unclear role
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Figure 1.
Technostress creators.

expectations, intricate demands and heightened job insecurity [15]. Research has
indicated that some individuals may experience anxiety, fear and stress when they
perceive a lack of competence in utilising new devices, applications and software
effectively, and adapting to, or coping with new ICTs in their work [14, 16]. Within the
hybrid work model, the technostress challenges are exacerbated by constant adoption
of new company systems, new software and the excessive and simultaneous use of
multiple devices (laptops, tablets, cell phones) [16, 17]. Ragu-Nathan et al. [18] have
identified and classified five technostress creators experienced by employees, includ-
ing techno-complexity, techno-overload, techno-insecurity, techno-invasion and
techno-uncertainty. The techno-stressors are illustrated in Figure 1.

2.1 Technostress creators

Techno-overload is one of the major challenges imposed on employees by the hybrid
work setting. Techno-overload is experienced when work with digital technologies is
demanding because of a high pace, frequent interruptions, multitasking, prolonged
working time, expectations with regard to response times in digital communication.
Employees being forced both to multitask and to execute their duties at a high speed
[19]. The amount of information that individuals have to absorb from ICTs can be mas-
sive and difficulty to comprehend, to the extent that it results in adverse consequences
and harmful impacts on individual health. A good example is that, within hybrid work
environments, the practice of staying connected with the central office through the use
of avariety of devices (such as laptops, phones, emails and instant messaging), along
with engaging in diverse job tasks, reduce the quality of work and decrease effective-
ness of tasks. This decline occurs because the employee’s cognitive processing demands
sufficient time to effectively assimilate the acquired information [20].

Closely associated with techno-overload is techno-complexity, referring to the
high complexities presented by new ICTs which cause an employee to feel incom-
petent [21]. Increased complexity in both devices and software elicits high levels of
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frustration and diminishes individuals’ psychological well-being, as they grapple
with the cognitive effort required to comprehend the operational nuances of the
technological system. This results in frustration, poor performance and low pro-
ductivity and negatively affects well-being [22]. These complexities also trigger
techno-uncertainty, which is a constant feeling of uncertainty and ambiguity caused by
chronic digital transformation processes fostering constant change owing to upgrades
in computer hardware and software [23]. The uncertainty leads to frustration and a
perceived inability to cope with the rapid technological advancements, resulting in a
fear of being replaced [19]. This is associated with techno-unreliability, which is stress
induced by breakdowns, technical errors, load shedding, poor network, weak Wi-Fi
and low usability. When an employee experiences all three: techno-overload, techno-
complexity and techno-uncertainty, they perceive their work environment to be both
challenging and ambiguous; hence, the need to expand resources to buffer the effects
of overload and complexity.

If the complex demands and ambiguous environment are not managed well, this
may also result in feelings of insecurity which translate to techno-insecurity. Thus,
techno-insecurity is the fear of job loss or of a degradation in status caused by the
perception that digital technologies or more qualified personnel will fully or partially
replace one’s own job/position [24]. The constant feeling of being overwhelmed with
technology change threatens job security and makes employees feel that they may be
replaced by new information systems or by better equipped or more technologically
skilled employees [25]. Instead of focusing on producing good results, employees
frequently spend much of their time experiencing fear of job loss owing to automa-
tion. In addition, within the hybrid work settings, employees operate from both
home and office and this may pose challenges related to another techno-stressor
referred to as techno-invasion. This phenomenon denotes the intrusion of (ICTs)
into an employee’s personal life, making it hard to separate work from private time,
thus blurring the boundaries between professional and private spheres [26]. Hybrid
environments enable high flexibility, which can blur boundaries between work and
other life domains, causing work-life conflicts and impairing recovery from work.
Mahapatra and Pati [27] found techno-invasion to be related negatively to well-being
in employees. When employees are exposed to elevated levels of technostress, they
eventually suffer the psychological strains of diminished commitment, struggle to
flourish and display signs of languishing [28], have poor self-esteem [29] and show
dissatisfaction with the IT system [20], and burnout [30]. It is clear that the adverse
impacts of technostress are not limited to behavioural manifestations only such as
diminished performance, high absenteeism and poor productivity, but also manifest
in psychological ways including, anxiety, low organisational commitment, depression
and low morale [28, 31].

2.2 Other challenges of hybrid work model

Besides the challenges related to technostress identified in the previous section,
other negative effects of hybrid work include extended work hours, constant acces-
sibility, emotional drain, need for greater thinking skills, excessive dedication to
work, overwhelming tasks, overload and health problems affecting, for instance, the
musculoskeletal system [32-34]. The hybrid work model also upsets work-life balance
through blurring the boundaries between work and personal life, the extension of
working hours and the intensification of work, including e-mail activity, in particu-
lar [32]. The ambiguity between professional and private time create conflicts that
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negatively affects well-being, disrupt the work-life integration, cause exhaustion and
negatively impact individual productivity [33]. The minimised face-to-face interac-
tions intensify the challenges of social, psychological and emotional relationships. All
of these stressors require unique interventions that are designed to empower indi-
viduals to cope with challenges. In this regard, it is important to reflect on theory.

3. Theoretical explanations (JD-R model and TAM)

Some of the challenges caused by technostress in the hybrid work setting are a
result of the failure of individuals to accept technology, the inability to use the soft-
ware or systems of some devices as well as negative attitudes towards the usefulness of
these technologies. In line with the technology acceptance model (TAM), individuals
who use technology are driven by three key factors: their perception of the technol-
ogy’s usefulness, their perception of how easy it is to use and their overall attitude
towards using it. This attitude is notably shaped by their perception of the technol-
ogy’s usefulness and its ease of use [35]. When employees struggle to use IT, they
perceive themselves as incompetent and experience techno-insecurity. These percep-
tions of incompetence increase technostress levels and diminish productivity [28, 36].
Studies show that low-level individual ability, such as ICT literacy, positively predict
high technostress [37], and that self-efficacy plays a role in shaping positive percep-
tions towards the use of technology. Yahsi and Hopcan [38] determined that high
self-efficacy predicts low technostress. TAM3 offers a comprehensive list of interven-
tions that have direct implications for decision-making regarding IT implementation
and management [39]. Among these interventions is computer self-efficacy, which
contributes significantly to perceived ease of use. The perception of competence
in technology is a major factor in technostress and determines the attitude towards
technology. When an individual’s required technological competence exceeds their
current abilities, the demands are perceived to be high and stress occurs [38]. In such
cases, individuals rely on personal resources such as technology self-efficacy to deal
with the challenges.

Based on the Job Demands Resource model (JD-R model) [40] and from the
perspective of the conservation of resource theory (COR) [41], increasing resources
may help to buffer the effects of high job demands and job stressors. Thus, we theorise
that with adequate resources (e.g. personal resources; mindfulness and technology
self-efficacy), even when exposed to technostress creators, employees are more likely
to thrive in hybrid work models. Considering that the hybrid work space is character-
ised by technical failures, unfamiliar software, new devices, defective functionalities
or long waiting times, it can easily be a source of frustration, with stress imposing
high job demands on employees. Consistently being exposed to an environment
with demands that exceed capabilities and resources to accomplish a task results
in stress, burnout and eventually, low productivity. Both hybrid work setting and
technostress expose employees to high job demands platforms. Fortunately, based
on the COR theory, employees possess a range of resources (work and non-work)
at their disposal, and these resources can be used to deal with the demands placed
on them by their working environment. When employees invest in the development
or use of resources, they synergistically combine different resources to cultivate
additional reserves [42], and they flourish. When employees have an abundance of
such resources, they create resource caravans to deal with all sorts of demands and
stressors [41]. Typical stress reactions include anxiety, mental fatigue, scepticism
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and feelings of inefficiency, which call for the utilisation of more personal resources
than job resources to buffer the effects of technostress and to maintain productivity.
Therefore, training individuals to utilise their personal resources, such as self-efficacy
and mindfulness, can typically aid as coping mechanisms within high techno-stressful
environments. The experience of technostress is highly individual and the utilisation
of personal resources could be of great assistance especially for hybrid work settings.

4. Personal resources: coping with technostress in hybrid work settings

The noted technostress creators and the challenges imposed by the hybrid work
setting have psychological impacts on employees. They are linked, among other things,
to reduced well-being and intensified stress [43]. The hybrid model holds appeal due to
its potential to blend the advantages of office-based work, including opportunities for
collaboration, innovation and in-person interactions with colleagues, with the added
flexibility associated with working from home. While beneficial to both employees
and organisations, as noted above, it has some downsides. In a comparative analysis of
employees operating under three distinct work models (remote, hybrid and stationary)
[44], results indicated that individual groups differed in terms of resource gains and
resource losses based on the work environment. Relatively, the group that experienced
both the strongest losses and strongest gains of resources globally and in most specific
areas were the hybrid workers. From a long-term perspective, this suggests that work-
ing within the hybrid model, compared to the other models, can generate the strongest
changes (both positive and negative) in different areas of life. This implies that, although
empirical reports to date have mainly emphasised the positive consequences of hybrid
work [45], in practice the hybrid work model may also be accompanied by a number of
negative effects if employees do not have access to the required psychosocial resources.

It is clear that, since hybrid models have sparked a new wave of experimenta-
tion, this will undoubtedly become an increasingly common experience for many
individuals and organisations. Companies are implementing different solutions and
approaches to find out what works best for both employees and the business [38].
Reflecting on the elements of the Job Demands Resource model, technostress and
hybrid work settings are seen as difficult job demands imposed on employees, and
technology self-efficacy and mindfulness are seen as personal resources that employ-
ees may use to buffer the effects of those job demands. Thus, nurturing, investing
and accumulating personal resources for hybrid employees may impact positively on
how they deal with the challenges and demands associated with both technostress
and hybrid environments in the long term. For example, a combination of technology
self-efficacy and mindfulness techniques can reduce employee stress and burnout and
can improve employee well-being [12]. What follows is a discussion of how technol-
ogy self-efficacy and mindfulness can be used to aid challenges related to technostress
and hybrid work settings.

4.1 Technology self-efficacy as a coping strategy

Self-efficacy is based on Bandura’s social learning theory, and it is viewed as
the adaptation and change in the behaviours of individuals according to their
environment [46]. High levels of self-efficacy assist individuals in being confident,
consciously determined and fulfilling their responsibilities in those domains where
they have self-efficacy [47]. It is also positively related to active problem-focused
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coping, and negatively related to vital exhaustion and anxiety [48], which are caused
by technostress. This chapter will focus on domain-specific self-efficacy (computer/
technology self-efficacy). This is referred to as person’s estimation of their ability
to use technological devices/systems to complete work tasks [49]. Individuals with
good technology self-efficacy and proper guidelines learn fast and adjust better in
hybrid work models [50]. Studies have indicated [5] that technology self-efficacy has
a significant relationship with technostress and that it moderates the relationship
between technostress and workload. Technology self-efficacy reduces the perceived
technostress through influencing thinking processes and biases towards technology
use, and it regulates how people anticipate the use of technology [51]. Some studies
note that technological self-efficacy and technical support reduces perceived stress
through positively manipulating individual perceptions towards technology use
[13, 15, 51]. Training self-efficacy is thus useful in controlling the technostress and
maintaining the performance of employees. It has been observed that employees
with greater computer self-efficacy experience reduced levels of computer-related
technostress, while those with low technology self-efficacy and high technology
dependence experience increased levels of computer-related technostress [46, 52].
Individuals who are high in technology self-efficacy are computer self-efficient,
believe in themselves to solve problems relating to ICT, and eventually overcome
techno-complexity and techno-uncertainty.

Hybrid work models are associated with demanding circumstances that have
the potential to induce stress. In such instances, the abilities that aid individuals
in managing their emotional responses and adjusting to the increasing pressures
assume significance [53]. There is a need for adaptive functioning, which could help
employees to experience a positive effect in negative situations. Circumstances like
the exposure to negative conditions such as techno-overload and techno-complexity
could end up with undesirable outcomes like anxiety and strain. One of the adap-
tive functioning skills mentioned could result from self-efficacy beliefs. Thus, the
capacity to manage different negative conditions and emotions appropriately rests
on different abilities and self-efficacy beliefs [53]. Self-efficacy is the leverage that
individuals depend on while dealing successfully with challenging situations. In this
context, since the stress is triggered by ICTs, it is proposed that the domain-specific
self-efficacy (technological self-efficacy) might act as a buffer to extenuate the effects
of technostress. Literature has indicated that technology self-efficacy can play a
positive role in the successful use of technology [37, 54]. Taking into consideration the
fact that technostress represents individual responses to technology-based expecta-
tions, individuals who possess technology self-efficacy might be able to reduce their
technostress levels.

4.2 Mindfulness as a coping strategy for technostress

Digitisation forces all employees to be tech-savvy but some employees struggle
to adapt to new technology. It is important to explore the role of mindfulness as a
potential alleviator to stress induced by extended IT usage. Mindfulness involves
consciously bringing one’s awareness to the present moment, with openness, curios-
ity and acceptance of both pleasant and unpleasant experiences [55]. The purpose-
ful focusing of attention encourages awareness of our habitual mental functioning
(the auto-pilot mode). There are different perspectives on mindfulness; for exam-
ple, it is depicted as a state, a dispositional trait, an attitude, a type of meditation
and an intervention programme [56]. To date, attention has been on dispositional
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mindfulness/trait mindfulness, which is malleable and can be enhanced and
cultivated through training and interventions programmes [6]. Of more interest is
the domain-specific mindfulness (IT mindfulness), which is oriented towards IT
use and its contexts, and it is believed to reduce perceptions of technostress [11].

IT, mindfulness was first introduced through the work of Ramiller and Burton
Swanson [57], which proposed the idea of incorporating it into the processes of IT
innovation in an organisation. Related to this, in 2018, Thatcher et al [58] systemati-
cally developed the concept of IT mindfulness, defined as ‘a dynamic I'T-specific
trait, evident only when an individual is working with IT".

IT mindfulness consists of four dimensions that help to explain how it can be
applied as a coping strategy to manage challenges imposed by hybrid work models
and technostress. The first dimension is alertness to distinction, which refers to the
extent that an IT-mindful individual understands the capabilities of IT applications
and the context in which they will prove useful. This aspect can help individu-
als to deal with both techno-uncertainty and techno-complexity. The second
IT-mindfulness dimension is awareness of multiple perspectives. This refers to the
IT-mindful individual who is able to identify multiple uses of specific IT applications
as well as to develop innovative solutions to emerging problems [58, 59]. Considering
that one of the major techno-stressors relates to the complexity of IT and the use
of multiple devices, software and applications, dimension two can provide coping
strategies for individuals struggling with techno-overload, techno-complexity and
techno-uncertainty. The third dimension relates to openness to novelty. This refers
to the individual’s willingness to explore more potential and novel applications of
the deployed system and relates well to techno-uncertainty as well. Individuals who
explore their company systems more often experience less techno-uncertainty. The
final dimension is orientation in the present, which refers to the IT-mindful indi-
vidual who is focused on the present moment and context and is thus able to adapt
technologies to several different contexts [59]. This dimension can help individuals
to cope with techno-invasion and avoid getting carried away. An individual with a
high levels of IT mindfulness will exhibit a greater degree of flexibility and adapt-
ability when confronted with unforeseen situations (techno-unreliability) and novel
technological occurrences within their work environment, leading to heightened
levels of end-user contentment [60]. Correspondingly, an individual displaying high
IT mindfulness possesses the capacity to modify their responses and alter viewpoints
based on the circumstances, thereby formulating inventive resolutions to address
technological intricacies and instances of technology malfunction that necessitate a
congruence between the utilised technology and the specific task being undertaken
[58, 61]. Mindfulness can thus offer significant advantages in the hybrid work con-
text, such as work resilience and enhancing performance [62], while also reducing the
burden of technostress.

In general, mindfulness strengthens one’s ability to deal with job-related ten-
sions that can impact the physical, mental and emotional well-being negatively.
The practice of mindfulness helps employees to reduce the effects of stress. It helps
individuals to be more effective in a busy and hi tech dependent work environment.
It reduces stress, increases focus and improves the ability to deal with technology-
imposed challenges, both at work and at home. Technology is evolving rapidly, so
focusing one’s mind to handle challenges with confidence is necessary. Mindfulness
reduces technostress, enhances focus and promotes well-being. Table 1 displays
practical tips for cultivating digital mindfulness and technology self-efficacy to
overcome technostress.
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Techno-stressors and
hybrid challenges

Mindfulness techniques

Technology self-efficacy
techniques

Techno-overload

Mindful notifications: disable notifications on
your mobile, tablet and popups on laptop
Single tasking, do not multitask (e.g. avoid
attending to emails during virtual meetings)
Remove distractions (uninstall unused apps)
Digital detox: take mindful pauses

Apply mastery experience,
Social persuasion (accept
encouragement from others
and organisational support)

Techno-complexity

Focus on understanding details of IT devices,
apps, systems and software used by your
company before using it.

Be mindful of the state of your mind when
consuming content using technology

Practise technology-based
self-directed learning
Increase technological
learning motivation

Find and interact with role
models

Try new devices, apps and
systems

Techno-invasion

Practise mindful emailing

Be mindful of taking short breaks:
Digital fasting and tech free zones
Create boundaries for meetings

Build a supportive system

Techno-uncertainty

Pay attention and focus on understanding details
of IT devices, apps, systems and software used in
the organisation before using it.

Have mindful conversations about technology
with colleagues

Practise technology-based
self-directed learning
Increase technological
learning motivation
Vicarious experiences of
observing others
Modelling experiences

Techno-insecurity

Mindfulness-based stress reduction (MBSR)
Gratitude for technology: recognize positive
aspects of technology

Vicarious experiences of
observing others

Modelling or participation in
technological training

Social persuasion (accept
encouragement from others
and organisational support)

Techno-unreliability
(breakdowns, weak
connectivity, load
shedding

MBSR

Access sufficient computers,
sufficient software licences,
strong Wi-Fi

Be positive

Table 1.

Practical tips: cultivating mindfulness and technology self-efficacy.

5. Lessons learnt, and key takeaways

The narrative above has combined mindfulness and technology self-efficacy as
buffering the effects of technostress in the hybrid work settings. It has been proven that
combining technical competence with present-moment awareness and acceptance assists
in navigating technostress-prone environments, overcoming technology challenges and
fostering a healthier relationship with technology. The following are some key takeaways:

1. Technology self-efficacy provides employees with the necessary skills and con-
fidence to navigate and troubleshoot technological challenges imposed by the
hybrid work setting. Consistently, mindfulness helps individuals to approach
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technology-related challenges with a clear and focused mind. This enables
individuals to leverage their technical competence while maintaining a calm and
present mindset to solve problems and reduce technostress effectively. There-
fore, combining mindfulness techniques with technology self-efficacy may aid
in coping with technostress.

2.Mindfulness provides the principles of establishing healthy boundaries and reg-
ulating the use of technology consciously. Additionally, technology self-efficacy
helps individuals to change their perspectives on stressful issues. Instead of
allowing self-doubt to bother them when using new technology or new applica-
tions, individuals may be inspired to develop solutions that work better for them.
Thus, combining mindfulness and technology self-efficacy can help individuals
to develop a balanced approach to technology in which they optimise its benefits
while reducing the negative impacts that can contribute to techno-overload,
techno-complexity and techno-uncertainty.

3.The process of nurturing technology self-efficacy equips employees with con-
fidence and the skills to navigate challenges related to technology, and when
this is coupled with practising mindfulness it enhances resilience and facilitates
adaptability in the face of technostress. Practising IT-mindfulness techniques can
support one’s technology self-efficacy, and increase creativity and innovation.
Therefore, combining mindfulness and self-efficacy enables individuals to man-
age hybrid work challenges and to cope more effectively in technostress-prone
environments.

4.Mindfulness allows heightened self-awareness, which assists employees to recog-
nise early signs of technostress, such as anxiety, frustration and complexity. Such
awareness assists employees to apply their technology self-efficacy skills proac-
tively to address potential techno-stressors before they escalate.

6. Recommendations for organisations and individuals

Evidence suggests that dispositional IT mindfulness is a malleable trait that can
be enhanced through relevant training programmes and interventions [55]. The
discourse presented above substantiates the beneficial contribution of mindfulness
within the workplace, fortifying the standpoint that corporations should imbue
mindfulness practices into their organisational fabric. Noteworthy entities, such
as Facebook, Google and Intel [63], have been offering tailored in-house mindful-
ness sessions for their employees. Thus, modern organisations can create their own
mindfulness programmes aligned to their technical challenges and promote stress-
reduction strategies. Additionally, organisations should support the mindful use
of technology, which promotes positive re-appraisal of the situation and activates
positive coping mechanisms, like social support and taking breaks. Hence, develop-
ing, introducing and integrating mindfulness practices into work routines to reduce
technostress and overcome challenges should be prioritised. Developing policies
aimed at promoting occasional digital detoxes will encourage individuals to discon-
nect from technology outside of work hours. The policies should also address guide-
lines for the appropriate use of technology, enhancing a better work-life balance and
reducing techno-invasion.
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Besides the provision of IT training and support, organisations should offer
detailed training aimed at enhancing technology self-efficacy. These trainings may
include skills-building initiatives and mentorship opportunities addressing com-
mon technology challenges, developing digital literacy, and exploring new devices,
systems and apps. It is suggested that organisations should consider adding training
on developing technology self-efficacy and mindfulness in their wellness initiatives.

They should put in place open communication channels for employees to share
their experiences and challenges related to technology use. For those struggling more
with technostress, consideration should be given to opening forums where employees
can share applicable coping strategies, seek advice and provide mutual support in deal-
ing with techno-unreliability and other technical challenges. A strong support network
should be established with a dedicated and accessible IT team as well as role models for
those struggling with understanding the devices, new systems or applications.

Lastly, it is important to create a supportive hybrid work environment. This may
include deploying regular surveys to assess levels of employee technostress in order to
identify any potential stressors before they become detrimental. The surveys should
be coupled with feedback sessions to discuss possible coping strategies. During these
sessions, experts may identify areas where technology self-efficacy and mindfulness
strategies can be integrated. On a regular basis, the impact of implemented coping
strategies should be tracked and, where necessary, adjusted and new, proven and
tested coping strategies should be introduced. Policies, training programmes and
resources should be implemented to better support employees in managing tech-
nostress effectively in hybrid work models.

7. Conclusions

This chapter has indicated that the popularly adapted hybrid work setting is made
possible by the use of technology, thus the digital workplace is a fundamental compo-
nent of the hybrid work environment. Companies that are in the process of digitising
key areas are witnessing enhanced outcomes in terms of collaboration, teamwork,
data security, productivity, customer experiences and the overarching financial
performance. However, the work-life boundaries have been blurred and technology
seems to have its dark side affecting some employees. There is need to reconfigure
the digital workplace to support hybrid work behaviours that eliminate technostress.
New software, new devices and extended screen time experienced in hybrid settings
can impede creativity by inducing technostress, fatigue and negatively impacting
mood. On a team level, hybrid settings lack co-presence and hinder psychological
safety since there is no immediate help from colleagues in case an employee encoun-
ters a technical challenge or experience technostress forcing employees to rely on
themselves. Technology self-efficacy and mindfulness interventions are powerful
tools that can buffer the negative consequences of technostress, enhance well-being at
work and increase individual outcomes. These personal resources can counterbalance
technostress conditions and improve end-user performance and satisfaction.
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