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Abstract: The thesis underlying this article is that power 

generates a conflict of managers’ interests which is due to 
their willingness to dominate the implementation of the 
management process. This results in a negative effect of the 
management of the entity, as the balance of interpersonal 
relationships is disturbed. The ultimate result is managerial 
instability and lack of behavioral adequacy. 
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I. INTRODUCTION 
 

The stability of the management process and its 
distortion are influenced by factors determining the 
bahaviour of managers when exercising power [2, 3, 4]. 
Adequate relationships among them provide 
opportunities for efficient implementation of the 
management process. If there is a covert or overt conflict 
of managers’ interests, stability is disturbed and the 
achievement of the entity’s goals is put at risk. 

 
 

II. THESIS 
 

Power raises a sharp conflict (overt or covert) between 
different parties involved in the management process, i.e. 
the person who has (or does not have) the power and the 
person who is subject to that power. It is within human 
nature to aspire to power and normally when power is 
exercised it is so in someone’s harm who tries to 
counteract that power in return. Hence the idea that 
power does not only benefit a manager, it also poses 
certain obstacles as a manager will always have rivals 
who are his equals or inferiors.  Equal rivals are usually 
managers who do not have the power, while inferior 
rivals are usually employees who are unwilling to obey 
that power [1]. In both situations, as a result of 
exercising his power a manager suffers some negative 
effects in addition to the positive ones. This means that 
there are always certain people (managers) who exercise 
power and others who try to gain power (honestly or 
dishonestly).  
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Hence the conclusion that exercising power is always 
related to trouble and problems both for the person who 
exercises it and the person on whom it is exercised. 
Striving for power in the management process may lead 
to conflict of managers’ interests in several aspects 
(Table 1.): 

 
● manager – manager; 
● manager – managers; 
● managers – manager; 
● managers – managers. 
 
 

TABLE I  
CONFLICT OF MANAGERS’ 

INTERESTS FOR EXERCISING 
POWER 

Parties involved 
in the conflict 

process  

Initiator of the  
conflict 

 

Victim of the 
conflict  

Wins the conflict  Loses the 
conflict 

Loses the conflict  Wins the 
conflict 

Manager – 
manager  

Manager – 
managers  

Managers – 
manager  

Managers – 
managers  

Loses the conflict Loses the 
conflict 

 
 

The relationship between the parties involved in the 
conflict may be traced through the various combinations 
and the situations corresponding to them as illustrated in 
table one. The term initiator of the conflict will refer to a 
manager who has more power than his opponent and 
dominates the management process. The following 
combinations are possible:  

 
1. Manager - manager 
○ The initiator of the conflict wins – the victim of 

the conflict loses 
This is a situation in which the confronting manager 

wins the conflict. The situation is due to the leading role 
of the manager in the management process and relates to 
the position (authority) he has in the hierarchy of the 
organization. In some cases the initiator of the conflict 
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might be a junior manager who loses the conflict due to 
lack of resources (power or support from colleagues). 
The weaker party (i.e. the one with no power) in the 
conflict of interests is victim of the conflict since the 
interests of the manager who has the power are shared. 
This is due to the fact that the majority of employees are 
unwilling to enter a conflict with the dominant manager. 
They will be inclined to support him even if their 
position would damage the organization as long as it 
benefits their own interests. 

○ The initiator of the conflict loses – the victim of 
the conflict wins 

This is the most unfavourable situation for the 
confronting manager since he will lose the conflict in 
spite of the power and resources he has at his disposal. 
The reasons behind his loss may include exhausted 
potential of ideas, lack of charisma, professional 
incompetence, etc. all these will lead to marked 
instability of the management process as the losing party 
in the conflict (i.e. the dominant manager) will try to 
restore the status quo, even if his interests contradict 
those of the organization. In case there is another person 
of authority and strong professional competence, 
employees will be hesitant whom to support.  
Subordinates may be put off by the behaviour of the 
losing manager as his personal interests do not coincide 
with those of the organization. Subordinate employees 
will support the lower-level manager (the winner in the 
conflict) due to their moral values of justice, because 
they like him or because they align with the general 
position of the group.  

○ The initiator of the conflict loses – the victim of 
the conflict loses 

The dominant manager may have the power and may 
strive to impose it, yet he may lack the support of 
employees. The manager who does not have the power at 
his disposal obviously cannot use it, yet he may have 
won the favour of subordinate employees. This means 
that in practice the leading manager has the instruments 
of power but cannot exercise it efficiently. He is not 
willing to confront the employees who are in favour of 
another manager (the informal leader). The latter has 
gained the employees’ support, yet, he cannot exercise 
power due to his fear of the dominant manager’s 
response, should he try to deprive him of that power. 
Thus neither of the parties will benefit fully, while at the 
same time the stability of the management process will 
be put at risk as well.  

 
2. Manager – managers  
○  The initiator of the conflict wins – the victim of 

the conflict loses 
This is a situation in which the dominant manager may 

win the conflict under certain circumstances. He must 
have the power and efficiently make use of it. Owing to 
his domineering attitude to the others (authoritarianism) 
the manager is in a more favourable position in the 
conflict although this does not mean that his position is 
the right one. The other managers are the losing party in 
the conflict not because they lack the arguments to 

oppose the dominant manager but because they cannot 
take control of the power. Applying the right 
psychological approach to persuade people (even if he 
does not have any reliable facts), the active party in the 
conflict may influence the behaviour of his opponents 
and assert his interests at the expense of those of others. 

○  The initiator of the conflict loses  – the victim 
of the conflict wins  

This is a situation in which the dominant manager has 
the power, yet, due to poor management or lack of 
supporters has lost the conflict of interests. In this case 
either the power has not been sufficient or the manager 
has not had the qualities required to exercise this power. 
The losing manager may have adopted the right 
approach to influence the behavior of his opponents, yet 
he may still fail to achieve his goals. This is due to their 
effort to counteract the manager who has the power. 
Thus the position of the domineering manager becomes 
weaker as he concentrates on retaining his power and 
protecting his future interests.  

○ The initiator of the conflict loses  – the victim of 
the conflict loses  

This is a typical situation of conflict of interests, as it 
establishes the conditions for deteriorated interpersonal 
relationships between the manager who has the power 
and the persons who are striving to gain that power. The 
domineering manager attempts to assert his goals that 
contradict the perceptions of others. Each party is trying 
to gain control of power, tension between them arises, 
and hence a conflict of interests. The initiator of the 
conflict employs power to force his opponents support 
his position. The opponents, on the other hand, stand up 
for their interests and are irresponsive to his statements. 
Such a conflict leads to instability of the management 
process, since both parties cannot reach a consensus. 
Hence, the interests of the organization are put at risk 
since the ambition of both parties to take a dominant 
position results in inefficient fulfillment of the goals of 
the organization.   

 
3. Managers – manager  
○ The initiator of the conflict wins – the victim of 

the conflict loses 
This is an unfavourable situation for the victim of the 

conflict since his interests do not coincide with those of 
the majority. The managers who have the power team up 
against the manager who has no power. They employ 
their power and position in the organization to ignore his 
effort to gain power equal to theirs or whenever he 
pursues goals which contradict their interests. This is an 
example of ‘consolidated majority’ – i.e. managers who 
will overcome any existing contradictions between them 
as soon as their status quo is put at risk by a third party. 
This situation often occurs in real life when the relation 
between the competence for exercising power and the 
ambition to exercise that power is impaired. Managers 
who do not have the qualities to efficiently employ 
power are the active party in the conflict since the 
abilities of the opposing person are a prerequisite which 
may lead to losing that power.  
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○  The initiator of the conflict loses – the victim of 
the conflict wins 

This situation occurs rarely in managerial practice as it 
takes a lot of effort and skilful maneuvering on behalf of 
the manager to ignore the attempts of the opponent to 
win the conflict. The managers who have the power do 
not always succeed in achieving their goals.  Through 
manipulation or some other form of influence the 
manager affected by the conflict may influence the way 
his opponents think or behave. By baffling his 
opponents’ intention to employ power in order to 
achieve their goals, he attempts to achieve his own goals. 
This will largely smother their initiative to jointly win 
the conflict, which means that the manager may even 
assert his interests without having the power.  

○  The initiator of the conflict loses – the victim of 
the conflict loses 

Although the initiator of the conflict may have the 
power, he cannot efficiently make use of its potential. 
Managers employing power can hardly control the 
situation as the other party involved in the conflict stands 
up for his interests by communicating potentially 
discrediting information. This prevents the persons who 
have the power to engage in more aggressive activities, 
yet the power they have enables them to limit the 
potential of the victim in the conflict and to destabilize 
his career advancement. 

  
4. Managers – managers  
○  The initiator of the conflict wins – the victim of 

the conflict loses 
In this situation the parties involved in the conflict are 

managers who have power and others who do not 
exercise power. The first employ power in the 
management process, as their interests may require, at 
the expense of the managers who suffer the 
consequences of that power. Domineering managers may 
assert their ideas and win the conflict of interests as the 
power they have enables them to get access to 
information and resources in the management process.  

○  The initiator of the conflict loses – the victim of 
the conflict wins 

Although the initiators of the conflict are the leading 
party in decision making (based on power) in the 
management process, those decisions do not always 
materialise in favour of their interests. There are some 
situations in which domineering managers quit the 
conflict without having really benefited from their 
power. The winning party is then their opponent which 
has skillfully managed to take advantage of the situation. 
The managers who have started the conflict do not stand 
up for their positions and leave the initiative to those 
who do not have the power. That might be due to the 
sound decision of the domineering party not to provoke 
tension within the organization as a result of which they 
put an end to the confrontation. Thus the dominant 
managers prove to lack the potential to win the conflict 
or they seem unable to efficiently exploit the resources 
available.  

 

 
○  The initiator of the conflict loses – the victim of 

the conflict loses 
This is a situation that should be avoided as the 

interests of both parties pose a global interpersonal 
conflict. It involves various managers who in turn get 
their subordinates involved which may lead to totally 
ignoring the interests and goals of the organization in 
favour of private interests and goals. This, in turn, 
renders the management process instable and leads to 
negative results for the organization. 

 
 

III. CONCLUSION 
 
The destructive role of conflicts in the management 

process deteriorates the social climate. Confrontation 
arises from managers’ willingness to possess power. In 
order to avoid negative trends it is necessary to identify 
the reasons that give rise to conflicts between managers. 
Those will vary depending on the situations in which the 
attempts to employ power are made.  
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