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Over the recent decades researchers for conflict management have devised models, processes, inventories and assessments to measure the conflict process to track and ultimately give an avenue for control of conflict.  Recently it has been found in conjunction with the many negative terms, two types of conflict can be differentiated. The one type called task or cognitive conflict is more positive and the other is called affective or relationship conflict that focuses on people and has negative emotional tones that sustain conflict.  Consequently researchers determined that it is incumbent upon organizations leaders to learn to dance with and even tame the many difficult emotional issues that sometimes flare up in conflicts.   In the leadership class syllabus that prompted this paper states that the student will write a 5-7 page organizational conflict report. The report would discuss why or why not two organizations, one Christian and the other secular, had effective approaches to conflict management. In conclusion the paper would suggest ways each organization could manage conflict more effectively with biblical reasons, and at least two experts to back the argument. Immediately I thought of data with graphs and charts showing before and after illustrations where improvements due to the organizations conflict management efforts would be measured. Now after 15 weeks of study and course work, I have not learned how to devise a single graph that plots or charts any organizational desired milestone at achieving effective conflict management.  What I have learned from the course is if anything is to be graphed, plotted and charted, it is the leaders self awareness of how he or she responds to conflict. How this self awareness is revealed to the leader and how it is used for favorable outcomes for organizations is the essence of what a conflict management report is.  Knowing what your preferred conflict response style is; be it competing, avoiding, accommodating, compromising or a collaborating style that dominates your personality, lays the groundwork to drafting a personal conflict management report. How does one behave in human interdependent environments with individuals that portray hostility, abrasiveness, unreliability or aloofness?
 The answer to these and other related questions, and how one may actively or passively responds in constructive or destructive ways is the assessment and measurement venue of many organizations. One such organization is the Center for Creative Leadership; a secular nonprofit educational institution focused exclusively on leadership development for conflict management in the workplace using a Social Psychology approach. The second organization is the leadership development division of the Christian Susek Evangelistic Association leadership development division that uses a strictly biblical approach to conflict management in the church.  
 Both organizations are engaged in providing behavior change education in responding to conflict in order to achieve positive outcomes. Both organizations agree that conflict is inevitable, must be embraced and is a process. Common to both groups is the realization that   leaders must become competent and skillful at approaches to lessen the potential of harmful effects of conflict. Both organizations equally realize that conflict can become destructive when disagreeing parties don’t handle differences effectively. 
The first organization, the Center for Creative Leadership, through their research by applying system to culture, devised a Conflict Dynamics Model from which a Conflict Dynamics Profile can be obtained for the purpose of increased self awareness in order to improve conflict management skills. The profile measures conflict behavior so leaders and teams may understand how they respond to conflict, what triggers can escalate conflict, and how to manage conflict more effectively. The Dynamic Conflict model focuses on nine particular behaviors known to cause conflict in interpersonal settings. The model measures behaviors such as retaliatory responses, triggers, active, passive, constructive and destructive responses. How does conflict start in the first place, or what happens when incompatible people have to interact with each other and what outcomes can be expected or even arranged? If there is any use of graphs and charts to map an organization or person’s conflict management approach, the Center for Creative Leadership are the people that devise them. Although there are many types of measuring instruments drawn from various models, the Dynamic Conflict Model’s effectiveness is measured in it being the accepted methodology of the federal government’s office of personnel management.  
Craig Runde and fellow associate Tim Flanagan, directors of Conflict Dynamics at Eckerd College. St. Petersburg Florida, describe in their book, Becoming a Conflict Competent Leader, How you and your Organization can manage conflict effectively, offer adaptations  of the Conflict Dynamics Profile along with other researcher’s approaches to conflict are all given attention in their book. A foundational adaptation in the authors book is their  Individual Conflict Competence Model, that involves steps of cool down, slow down, and reflect and engaging constructively. These behaviors have positive in roads to achieving favorable behaviors toward conflict resolution. In another foundational model called the Pathways of Conflict Model, characterizes the Cool Down, Slow down and reflect and Engage constructively behaviors as high road constructive skills that ease and resolve conflict tension. Conversely the Pathways of Conflict Model also describe “low road destructive behaviors” that escalate tensions that prolong conflict. Understanding these concepts the authors suggest should be memorized as they are key steps in becoming conflict competent enabling the leader to differentiate constructive and destructive behaviors with active and passive behaviors within each.
 The biggest take away from reading this book that this writer determines is that an organizational conflict management report is a series of measurement instruments findings that determine how and what style of conflict resolution participants in conflict are most prone to use.
None of the conflict resolutions advocated by the Dynamic Conflict Model were benefited from as the experience of Ron Susek revealed in his book Firestorm; Preventing and Overcoming Church Conflicts. “While conflict within the church does not always indicate that Satan is active, it is clear evidence that the Holy Spirit is absent (1Corinthian 14:33)”, is a quote from the dedicatory page of Ron Susek’s book. The disaster of conflict and it being the antithesis of peace, if accepted, causes this writer to respectfully offer argument and say that when conflict in the church may not indicate Satan’s activity it does not mean he is not present (Matthew 10; 16). If the Gospel is in the Church, the Holy Spirit is certainly there at the frontline of battle against conflict. Being duped to think that conflict is not active just because evidence is not immediately seen defines stealth, any enemy’s best weapon. The following is my paraphrased excerpt from the books opening chapter…. “Ambition and ability cannot replace maturation under a mentor. No one on the pastoral search committee could have asked the right questions to unmask the impairments and hidden agendas beneath the new young pastors sparkling veneer that only pressure and time could reveal, even to this new pastor himself”. Leadership lack of self awareness, inability to read dynamics, underestimating cultural power, not understanding timing and a host of other attributes lacking in church leadership are all recognized as sparks that ignited what the author appropriately called a “Firestorm” of destruction. Ron Susek was privileged as interim pastor of a church to write in principal the events that led the church from acclaim and wealth built over a twenty year period, reduced in a year to a heap of rubbish with bleak possibilities for recovery. 
The book Firestorm, Preventing and Overcoming Church Conflicts is about the destructive nature of Church conflict that comes about due to factors seen but ignored, and factors unseen but everywhere apparent.  This book reminded me of a commercial airliner crash, which after the crash investigators sifted through the rubbish, and found the cause for flight failure.  Pilot error, or better yet leadership error, as in the case of the church is noted from the onset in Susek’s book. The author from his unique perspective of rebuilding after a firestorm is able to uncover 6 progressive phases of pastoral destructive behavior that caused sparks to ignite creating the firestorm. The first 6 chapters of his book highlight the destructive behaviors due to pastoral inadequacy and he gives after each chapter his recommendations on how to recognize destructive church conflict and overcome detrimental effects. In order to help pastor determine and check their own contributing factors to firestorms, the author offers in chapter 7 what he calls a pastors four pillars of strength. Susek warns that every pastor should realize that he is being attacked from three fronts that he simply describes as (1) people problems (2) satanic pressures and (3) personal inconsistencies. In light of these battlefronts the author offers what he calls four pillars of strength for the pastors that are imperative that he with equal intensity adhere to. Embedded in an acrostic TRIM contains the pastor’s relentless pursuit to present Christ in Truth, present Christ in Relationship, present Christ in Integrity and present Christ in Mission. The author in turn relates these pillars to the corresponding needs of people. TRIM expresses their needs for Christ’s truth in concept and communion, their need for relationship in companionship with God, their need for an integral proper character and conduct and finally their need for identity and purpose in life. 
Conflict from the times of Genesis has been a disaster since the first man  became conflicted due to being persuaded with a faulty rational recorded in chapter in 3:6 where he thought eating a poison tree’s fruit was “to be desired to make one wise.” It is from this single point of cognitive dissonance that all of mankind became living souls conflicted with death. The fear of which according to scripture is the trap that all of life abides (Hebrews 2:15).
According to Susek conflict is the antithesis of its peace and life. In recognition of conflicts pervasiveness in human beings, and even in some cases where antagonism exist, Christians are not without scriptural measures as to how to respond to conflict. With Christ himself as the single model of how to respond to conflict with unconditional Love, the New Testament gospel is synthesis that draws from the Christ model.
In conclusion, from examining both organizations, the Center for Creative Leadership as well as Ron Suseks Christian ministry I find them both competent at distinguishing the inevitably of conflict and discerning its destructive qualities. Both organizations continue to present ways individuals can manage conflict effectively. The words of Jesus in Matthew 10:16…  “Be wise as serpents but harmless as doves” can find credence when wisdom is considered know how that is certainly aided by the Center of Creative Leadership. Coupled with ministries like the Susek Evangelistic Association even in their separate endeavors about a common noble cause of resolving conflict, there is no need for suggesting an improvement to either endeavor but to just keeping pursuing their quest.  Due to the Interdependence nature of relationships that are found in churches as well as in corporate environments, both groups benefit from their endeavors that ultimately are a pursuit of life from the universal death that unattended conflict yields.
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