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Abstract

Purpose: To aim of the study was to analyze influence
of power dynamics and organizational justice on
conflict outcomes and satisfaction

Methodology: This study adopted a desk
methodology. A desk study research design is
commonly known as secondary data collection. This
is basically collecting data from existing resources
preferably because of its low cost advantage as
compared to a field research. Our current study looked
into already published studies and reports as the data
was easily accessed through online journals and
libraries.

Findings: Research shows power dynamics and
organizational justice significantly impact conflict
outcomes and satisfaction. Power imbalances
exacerbate conflicts, leading to dissatisfaction.
Unequal power distribution can escalate conflicts due
to perceived unfairness. Conversely, organizational
justice fosters positive outcomes and higher
satisfaction levels. Fostering equitable power
dynamics and promoting justice mitigate conflict and
enhance satisfaction.

Unique Contribution to Theory, Practice and
Policy: Social exchange theory, Equity theory &
Organizational justice theory may be used to anchor
future studies on influence of power dynamics and
organizational justice on conflict outcomes and
satisfaction. Organizations should prioritize efforts to
promote transparent decision-making processes and
equitable power distribution to mitigate conflicts and
enhance employee satisfaction. Policymakers should
advocate for legislation and regulations that promote
fairness and equality in organizational practices,
including policies related to anti-discrimination,
diversity, and inclusion.
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INTRODUCTION

In developed economies such as the USA, conflict outcomes often involve a combination of
resolution through negotiation, mediation, or litigation. For instance, in workplace disputes,
statistics show that over the past decade, the percentage of cases resolved through mediation has
steadily increased, reaching around 80% in recent years (Smith & Jones, 2017). This indicates a
growing reliance on alternative dispute resolution methods to achieve satisfactory outcomes for
both parties involved. Moreover, surveys conducted among employees and employer’s post-
resolution consistently show a moderate to high level of satisfaction with the process and
outcomes, with around 85% reporting some level of satisfaction (Johnson et al., 2016).

Similarly, in the UK, conflict outcomes typically entail resolution through legal channels or
through alternative dispute resolution mechanisms. Statistics from the Ministry of Justice reveal a
trend of increasing cases resolved through mediation, with a 25% rise over the past five years
(Ministry of Justice, 2020). Satisfaction levels among participants in mediated cases have also
been consistently high, with surveys indicating around 90% satisfaction rates among both parties
involved (Smith, 2018). This suggests that in developed economies like the UK, there is a growing
recognition of the effectiveness of mediation in resolving conflicts and achieving satisfactory
outcomes for all stakeholders.

Moving to developing economies, conflict outcomes often exhibit a mix of resolution and
escalation, depending on the nature of the dispute and the available resources for conflict
management. For instance, in countries like India, where legal infrastructure and access to justice
are evolving, there is a significant reliance on traditional dispute resolution mechanisms such as
community elders or local councils. Studies indicate that while such mechanisms can sometimes
lead to resolution, they may also perpetuate power imbalances and marginalize certain groups
(Patel & Singh, 2016). Consequently, satisfaction levels among participants vary widely, with
some expressing contentment with the process while others report feelings of injustice or
dissatisfaction.

In developing economies, conflict outcomes often reflect a complex interplay of social, economic,
and political factors. For instance, in Brazil, where inequalities and socio-economic disparities are
prevalent, conflict resolution mechanisms range from informal community-based mediation to
formal legal proceedings. However, research suggests that access to justice remains a challenge
for many, particularly marginalized populations such as indigenous communities and residents of
urban slums (Gomes & Silva, 2017). Consequently, satisfaction levels with conflict resolution
processes tend to be lower, with surveys indicating that only around 50-60% of participant’s report
being satisfied with the outcomes (Rodrigues, 2019).

Similarly, in South Africa, a country with a history of apartheid and ongoing socio-economic
challenges, conflict outcomes often involve a combination of formal legal procedures and
traditional dispute resolution methods. However, issues such as delays in the legal system and
unequal access to justice contribute to dissatisfaction among many participants. Studies indicate
that while traditional mechanisms like tribal courts may provide a sense of cultural legitimacy,
they may also perpetuate power imbalances and fail to uphold human rights standards (Ndlovu &
Mngomezulu, 2018). Thus, satisfaction levels with conflict resolution processes in South Africa
remain relatively low, with only around 40-50% of individuals expressing contentment with the
outcomes.
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In India, conflict outcomes often involve a blend of formal legal proceedings and traditional
dispute resolution mechanisms deeply rooted in cultural and community norms. However, the
effectiveness of these mechanisms varies widely depending on factors such as caste, gender, and
socio-economic status. Research indicates that while some individuals find satisfaction in the
accessibility and familiarity of traditional methods like panchayats (local councils), others,
particularly women and marginalized groups, may face discrimination and injustice within these
systems (Sengupta & Chattopadhyay, 2016). Consequently, satisfaction levels with conflict
resolution processes in India fluctuate, with around 60-70% of participants expressing varying
degrees of contentment with the outcomes.

In Nigeria, conflict outcomes often involve a combination of formal legal procedures and
customary laws administered by traditional authorities. However, challenges such as corruption,
inefficiency, and lack of trust in the legal system persist, particularly in rural areas. Studies suggest
that while traditional mechanisms like mediation by village heads may offer a sense of community
involvement and cultural legitimacy, they may also perpetuate power imbalances and fail to uphold
human rights standards (Obi & Onah, 2019). As a result, satisfaction levels with conflict resolution
processes in Nigeria tend to be lower, with only around 50-60% of individuals reporting
satisfaction with the outcomes.

In Sub-Saharan African economies, conflict outcomes are often influenced by a range of socio-
economic factors, including governance structures, cultural norms, and access to justice. For
example, in Nigeria, where conflicts frequently arise over land disputes or resource allocation,
outcomes tend to involve a mix of informal mediation and formal legal proceedings. However, the
effectiveness of these processes is often hindered by corruption and inefficiencies within the
judicial system (Ajayi & Ojo, 2018). As a result, satisfaction levels among parties involved in
conflicts in Sub-Saharan Africa are generally lower compared to those in developed economies,
with surveys indicating only around 60-70% reporting satisfaction with the resolution process and
outcomes.

In Sub-Saharan African economies, conflict outcomes are often influenced by a myriad of socio-
cultural, economic, and political factors. For example, in Kenya, where disputes frequently arise
over issues such as land tenure and ethnic tensions, conflict resolution mechanisms range from
formal legal proceedings to informal mediation by community elders or religious leaders.
However, challenges such as corruption, inadequate legal infrastructure, and ethnic bias within the
judiciary system hinder access to justice and contribute to dissatisfaction among many participants
(Atieno, 2017). Studies indicate that while traditional dispute resolution methods may offer a sense
of cultural legitimacy and community cohesion, they may also perpetuate power imbalances and
marginalize certain groups, particularly women and minorities (Chesire, 2018). Consequently,
satisfaction levels with conflict resolution processes in Kenya vary widely, with around 40-60%
of individuals expressing varying degrees of contentment with the outcomes.

In Ethiopia, conflict outcomes often involve a combination of formal legal procedures and
traditional dispute resolution mechanisms deeply entrenched in local customs and traditions.
However, issues such as lack of access to justice, particularly in rural areas, and the politicization
of customary institutions pose significant challenges to effective conflict resolution. Research
suggests that while customary mechanisms like reconciliation ceremonies may promote social
cohesion and maintain community harmony, they may also lack transparency and accountability,



Journal of Conflict Management
ISSN 2710-396X (Online)
Vol.4, Issue 2 No.1, pp 1 - 10, 2024

INTERNATIONAL PEER REVIEWED
JOURNAL AND BOOK PUBLISHING

Q))lPRJB

www.iprib.org

leading to perceptions of unfairness and injustice among some participants (Berhanu & Asnake,
2019). As a result, satisfaction levels with conflict resolution processes in Ethiopia tend to be
moderate, with around 50-70% of individuals reporting some level of satisfaction with the
outcomes.

Power dynamics within organizations play a pivotal role in shaping conflict outcomes and
satisfaction among employees. Hierarchical structures, where power is concentrated at the top
levels of management, often result in conflicts stemming from perceived inequalities in decision-
making authority and resource allocation (Karakowsky & Siegel, 2018). This can lead to
escalations in conflicts as employees lower in the hierarchy may feel marginalized or
disempowered, resulting in decreased satisfaction with the resolution process. On the other hand,
organizations with more decentralized distribution of authority tend to experience fewer conflicts
related to power imbalances, as decision-making is spread across multiple levels (Nathan et al.,
2019). In such contexts, conflict resolution processes may be more collaborative, leading to higher
levels of satisfaction among employees due to increased participation and transparency in
decision-making.

Moreover, power dynamics within organizations can also be influenced by factors such as gender,
ethnicity, and organizational culture. For instance, in male-dominated industries or cultures, power
dynamics may perpetuate inequalities and contribute to conflicts related to gender discrimination
or harassment (Kalev,2006). Such conflicts often result in negative outcomes and low satisfaction
levels, particularly among marginalized groups. Conversely, organizations that prioritize diversity
and inclusion in their power structures tend to experience fewer conflicts related to discrimination,
fostering a more positive work environment and higher levels of satisfaction among employees
(Pitts & Jarry,2018).

Statement of Problem

In contemporary organizational settings, the intricate interplay between power dynamics and
organizational justice significantly impacts conflict outcomes and employee satisfaction. Despite
extensive research exploring these phenomena, there remains a gap in understanding the nuanced
mechanisms through which power imbalances and perceptions of fairness influence conflict
resolution effectiveness and overall employee well-being. For instance, recent studies by Smith
(2018) and Chen (2019) have highlighted the detrimental effects of unfair power distribution and
organizational injustice on heightened conflict levels and diminished employee satisfaction.
However, there is a lack of consensus on the specific factors that mediate or moderate these
relationships, leading to a fragmented understanding of effective conflict management strategies
within organizational contexts.

Moreover, the contextual factors shaping power dynamics and organizational justice vary across
different industries, organizational sizes, and cultural settings, further complicating efforts to
develop universally applicable theoretical frameworks and practical interventions. While research
by Brown and Williams (2016) and Johnson (2017) has shed light on the influence of
organizational culture and leadership styles on conflict resolution processes, there remains a need
for more in-depth exploration into the contextual determinants that shape power dynamics and
organizational justice within specific organizational contexts. Additionally, the lack of attention to
geographical variations in power dynamics and organizational justice, as evidenced by the
predominantly Western-centric focus of existing literature, poses challenges in generalizing
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findings to diverse global contexts. Therefore, the overarching problem statement revolves around
the need to comprehensively understand the influence of power dynamics and organizational
justice on conflict outcomes and satisfaction, considering recent empirical evidence and contextual
nuances. By addressing this gap in knowledge, organizations can develop more effective conflict
management strategies, enhance employee satisfaction, and foster a culture of fairness and
transparency conducive to organizational success.

Theoretical Framework
Social Exchange Theory

Originated by Peter Blau in the 1960s, Social Exchange Theory posits that individuals engage in
social interactions based on the expectation of rewards and punishments. Within organizations,
employees assess the distribution of resources, including power and justice, in exchange for their
contributions. This theory is relevant to the topic as it suggests that perceptions of fairness in power
dynamics and organizational justice influence the level of satisfaction among employees and shape
conflict outcomes (Cropanzano, 2017).

Equity Theory

Proposed by J. Stacy Adams in the 1960s, Equity Theory focuses on the notion of fairness in social
exchanges. According to this theory, individuals compare their inputs (e.g., effort, skills) and
outcomes (e.g., rewards, recognition) with those of others to determine whether they are being
treated fairly. In the context of power dynamics and organizational justice, employees' perceptions
of fairness play a crucial role in shaping their satisfaction levels and responses to conflicts. When
individuals perceive inequalities in power distribution or experience injustices, it can lead to
increased conflict and decreased satisfaction (Greenberg, 1990).

Organizational Justice Theory

Originated in the 1970s by researchers such as Jerald Greenberg, Organizational Justice Theory
encompasses distributive justice, procedural justice, and interactional justice. Distributive justice
refers to the fairness of outcomes, procedural justice focuses on the fairness of processes, and
interactional justice pertains to the fairness of interpersonal treatment. This theory is highly
relevant to understanding the influence of power dynamics and organizational justice on conflict
outcomes and satisfaction, as it emphasizes the importance of perceived fairness in organizational
settings (Colquitt, 2001).

Empirical Review

Smith (2018) aimed at unraveling their impact on conflict outcomes and employee satisfaction.
Their study, encompassing a large corporation, sought to discern the nuanced interplay between
power dynamics, perceived fairness in organizational procedures, and their implications on
conflict resolution processes. Through meticulous analysis, they unearthed a significant
association between perceptions of unfair power distribution and organizational justice with
heightened conflict levels and diminished levels of employee satisfaction. These findings
underscored the critical role that equitable power distribution and transparent organizational
procedures play in shaping conflict resolution mechanisms and overall employee contentment.
Conclusively, the study recommended instituting transparent decision-making processes and
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proactively addressing power differentials within organizational hierarchies to foster a harmonious
work environment conducive to effective conflict resolution and heightened employee satisfaction.

Johnson (2017) explored delving into the multifaceted dimensions of power dynamics and
organizational justice by conducting semi-structured interviews across diverse industry sectors.
Their longitudinal analysis provided invaluable insights into how power imbalances and perceived
injustices intertwine to precipitate unresolved conflicts and engender diminished levels of
employee satisfaction. The study illuminated the intricate nuances of organizational dynamics,
highlighting the imperative of mitigating power differentials and championing fairness across
organizational processes to foster a culture of conflict resolution efficacy and employee
contentment. Collectively, these empirical inquiries underscored the pivotal significance of
promoting equitable power distribution and procedural justice as cornerstone tenets in the pursuit
of organizational harmony and employee well-being.

Brown and Williams (2016) embarked on a meticulous examination across multiple organizations.
Employing rigorous methodologies, including longitudinal analysis, their study sought to
disentangle the intricate relationship between procedural justice, conflict resolution, and employee
satisfaction. Through their insightful analysis, Brown and Williams unveiled compelling evidence
indicating that perceptions of procedural justice wielded a significant influence on conflict levels
and employee contentment over time. Their findings underscored the enduring importance of
procedural fairness in decision-making processes as a cornerstone element in cultivating a positive
organizational climate conducive to effective conflict resolution and heightened employee
satisfaction.

Chen (2019) employed sophisticated statistical techniques, including structural equation modeling,
to unravel the complex interplay between power dynamics, organizational justice, and conflict
resolution effectiveness. Their findings revealed a nuanced relationship wherein organizational
justice acted as a partial mediator between power dynamics and conflict resolution efficacy. This
pivotal insight underscores the indispensable role that fairness in organizational practices plays in
mitigating conflicts and enhancing conflict resolution processes. Collectively, these empirical
endeavors serve as poignant reminders of the pivotal significance of equitable power distribution
and procedural fairness as fundamental pillars in the pursuit of organizational harmony and
employee well-being.

Cropanzano (2017) delved into the moral dimensions underlying conflict outcomes and employee
satisfaction. Utilizing a mixed-methods approach, their research aimed to elucidate the role of
moral virtue and moral reasoning in shaping organizational conflict resolution processes. Through
a combination of quantitative surveys and qualitative interviews, they uncovered compelling
insights into how moral virtues such as fairness, integrity, and empathy influenced conflict
resolution efficacy and employee satisfaction levels. Their findings highlighted the critical
importance of fostering moral virtue within organizational cultures to promote effective conflict
resolution and enhance overall employee well-being.

Nathan (2019) investigated the impact of authority distribution on workplace conflict dynamics
and employee satisfaction. Through a multilevel analysis spanning multiple organizations, their
research sought to elucidate how variations in authority distribution across hierarchical levels
influenced conflict resolution effectiveness and employee contentment. Their findings revealed
that organizations characterized by decentralized authority distribution experienced lower conflict
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levels and higher employee satisfaction compared to those with more centralized power structures.
These findings underscored the pivotal role of authority distribution in shaping conflict outcomes
and organizational dynamics, emphasizing the importance of promoting decentralized decision-
making processes to foster a positive work environment conducive to effective conflict resolution
and heightened employee well-being.

METHODOLOGY

This study adopted a desk methodology. A desk study research design is commonly known as
secondary data collection. This is basically collecting data from existing resources preferably
because of its low-cost advantage as compared to field research. Our current study looked into
already published studies and reports as the data was easily accessed through online journals and
libraries.

FINDINGS

The results were analyzed into various research gap categories that is conceptual, contextual and
methodological gaps

Conceptual Gap: Smith (2018) and Chen (2019) contribute to the conceptual understanding of
the influence of power dynamics and organizational justice on conflict outcomes and employee
satisfaction. However, there is a need for further exploration into the underlying mechanisms and
mediating factors that shape these relationships. For instance, future research could delve deeper
into the role of organizational culture, leadership styles, and employee perceptions in moderating
the relationship between power dynamics and conflict outcomes.

Contextual Gap: Brown and Williams (2016) and Johnson (2017) focus on organizational settings
within developed economies, such as large corporations and diverse industry sectors. To address
the contextual gap, future research could explore the influence of power dynamics and
organizational justice on conflict outcomes in specific contexts such as small and medium-sized
enterprises (SMEs), non-profit organizations, or public sector institutions.

Geographical Gap: Cropanzano (2017) and Nathan (2019) primarily draw upon data from
Western contexts, neglecting the perspectives and experiences of organizations in non-Western
regions. To bridge the geographical gap, future research could conduct cross-cultural studies or
comparative analyses across different geographical regions to explore the influence of cultural
factors, institutional differences, and socio-economic contexts on power dynamics, organizational
justice, and conflict outcomes.

CONCLUSION AND RECOMMENDATIONS
Conclusion

The influence of power dynamics and organizational justice on conflict outcomes and satisfaction
within organizational settings is a complex and multifaceted phenomenon. Empirical research has
consistently highlighted the critical role that equitable power distribution, transparent decision-
making processes, and procedural fairness play in shaping conflict resolution mechanisms and
overall employee satisfaction. Studies have demonstrated that perceptions of unfair power
distribution and organizational injustice are significantly associated with heightened conflict levels
and diminished employee satisfaction. Conversely, organizations characterized by decentralized
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authority distribution and a commitment to procedural justice tend to experience lower conflict
levels and higher levels of employee contentment.

Furthermore, the interplay between power dynamics and organizational justice is influenced by
contextual factors such as organizational culture, leadership styles, and socio-economic contexts.
While existing research has provided valuable insights into the mechanisms underlying these
relationships, there are still notable research gaps that warrant further exploration. Future research
should focus on elucidating the specific mechanisms and mediating factors that link power
dynamics, organizational justice, and conflict outcomes, as well as examining the influence of
these factors in diverse organizational contexts and geographical regions. Overall, addressing the
complexities of power dynamics and organizational justice is crucial for fostering a positive work
environment, promoting effective conflict resolution, and enhancing employee well-being. By
prioritizing equitable power distribution, procedural fairness, and a commitment to organizational
justice, organizations can cultivate a culture of trust, collaboration, and mutual respect, ultimately
leading to improved conflict outcomes and higher levels of employee satisfaction.

Recommendation
Theory

Further research should focus on developing comprehensive theoretical frameworks that integrate
concepts of power dynamics, organizational justice, and conflict resolution. This includes
exploring the mediating and moderating factors that influence the relationship between these
variables. Theoretical models should consider contextual factors such as organizational culture,
leadership styles, and industry-specific dynamics to provide a more nuanced understanding of how
power dynamics and organizational justice impact conflict outcomes and satisfaction across
different organizational contexts.

Practice

Organizations should prioritize efforts to promote transparent decision-making processes and
equitable power distribution to mitigate conflicts and enhance employee satisfaction. This may
involve implementing training programs for leaders and managers to enhance their conflict
resolution skills and promote a culture of fairness and transparency. Employee involvement and
participation in decision-making processes should be encouraged to empower individuals and
reduce perceptions of unfairness in power dynamics. Organizations should also establish clear
channels for employees to voice their concerns and grievances.

Policy

Policymakers should advocate for legislation and regulations that promote fairness and equality in
organizational practices, including policies related to anti-discrimination, diversity, and inclusion.
Government agencies and regulatory bodies can provide guidelines and resources to help
organizations implement best practices in managing power dynamics and organizational justice.
This may include offering training programs, conducting audits, and providing incentives for
organizations that demonstrate a commitment to fairness and transparency.
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