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 he purpose of this paper is to illustrate a new business model which uses 

conflict.as a source of innovation and creativity.  By incorporating the inevitable conflict 

that will affect every company into the business model, the business can “roll with the 

punches,” so to speak. 

.My initial idea of a need for this model came while reviewing Edgar H. Schein’s 

article, “Defining Organizational Culture,” where he cites his case study of a “conflict-

driven” company.  He found that attempting to change the corporate culture itself was 

impossible, especially when the same “conflict” he was supposed to help curb also 

fueled the company belief in the confrontational nature of their communication to bring 

out “the truth,” through innovation and invention.  Instead, Schein realized he had to 

focus on improvement from within the corporate culture (Schein, 381-395). 

The company described by Schein consisted of independent and creative 

engineers and was very pragmatic in its orientation.  It had a strong “family” spirit which 

made it possible to have confrontation and conflict without risk of losing membership.  

The company strongly encouraged creativity and independence; however, to be a 

cohesive group, it required a strong loyalty to the organization (386-387).  So, instead of 

focusing on reducing “conflict” within the company (which fell on deaf ears) Schein 

began to focus on improving the group communication process.  Communication 

protocols such as “agenda-setting,” “time management,” and processes for clarifying 

and summarizing contested issues as well as for checking group consensus were key 

components of a policy designed to not only listen to, but to incorporate contested 

issues.. 
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Most corporations today are not modeled to encourage healthy debate about 

anything, whether it is corporate dress code or ways of doing business.  Many 

corporations have progressed beyond the entrepreneurial stage where they might have 

invited a healthy debate on rules and regulations or changes in company focus – but 

most have not included any sort of procedures to encourage creative conflict or to cope 

with conflict in a creative way.  Corporations usually follow the typical life-cycle of 

innovation, systemization, and bureaucracy (and death).  At this point, the organization 

is so bureaucratic and formalized that changing anything is next to impossible. 

(Kubicek, Lecture Notes 6/30/10).  If this happens, it may be impossible to utilize a 

healthy model within the company for creative expression 

By building a company with such a model, or by renovating an existing company 

to include one, it may be possible to extend the natural life of a business or 

organization.  Remodeling, deconstructing, refurbishing and reconstructing outmoded 

ideas that have no bearing on the company as it exists now or policies that are now 

viewed in a negative light by employees can be changed if company policy is viewed as 

a process rather than a commandment.  This way, a company can expand or collapse if 

need be, develop, evolve and continue to exist. 

Several positive consequences of conflict are identified by Andrew J. DuBrin in 

Fundamentals of Organizational Behavior, which collaborates with Schein’s case study: 

 Increased creativity: Talents and abilities surface in 
response to conflict.  People become inventive when they 
are placed in intense competition with others. 

 Increased effort: Constructive amounts of conflict spur 
people to new heights of performance.  People become so 
motivated to win the conflict that they may surprise 
themselves and their superiors with their work output. 
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 Increased group cohesion: When one group in a firm is in 
conflict with another group, members may become more 
cohesive.  They perceive themselves to be facing a common 
enemy. 
 

       (From: Andrew J. DuBrin Fundamentals of Organizational Behavior, p. 292.) 
 

Most of us will agree that a business environment cannot be abusive, where 

conflict and confrontation step over the line of personal safety (physical as well as 

psychological and emotional).  However, the inspiring spirit associated with conflict with 

a healthy outlet may truly help enhance many companies.  It also may help turn a 

company around if the company is in a progressive or elaborative bureaucratic stage 

where “sudden change” (like the 2009 financial crisis) would mean a blunt trauma to the 

head. 

 The Centerless Corporation is an outlining guidebook on creating the type of 

organization that is “inclusive,” yet having no linear chain.  Historically, corporate 

models had a “large corporation and division staff, centralized functions, and self-

sufficient divisions” (Pasternack et al, 24).  However, the Centerless Corporation model 

is: “flat with a network of interdependent business units and strategic alliances.”  

Further, “rather than everything flowing up 

and down, it flows in whatever direction that is 

most effective for it to go” (24).  In the 

Centerless Corporation, behavioral change is 

integral with infrastructure, process, 

technology, targeted knowledge and 

community (116).  All of these play an equal 

role in corporate cultural development.   
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Where the corporation has no center, leadership is focused primarily on 

knowledge-sharing and teamwork (Pasternack, et al., 132).  Operations and Human 

Resources departments are bilateral sections of leadership.  All of these aspects 

constitute the “global core” of the corporation.  

They address four acts that will be 

automatically incorporated into corporate 

culture:  Sharing, Using what others have 

developed (i.e. not reinventing the wheel) and 

Collaborating and Improving (i.e. 

synthesizing new ideas continuously) (118). 

One example of implementing the 

natural flow of conflict into a business model is 

“email.”  Email is a source of conflict in 

organizations nation and worldwide because of:  emailing trivial information (aka 

“quizzes” and “cc” lists, pyramid messages and other information not pertaining to the 

company which may contain viruses); emailing combative/argumentative, over detailed, 

complex, emotional or irrelevant messages; emailing sensitive or personal information; 

and emailing otherwise inappropriate material (Gonthier, 80-81).  To look deeper at this 

issue, much of what is construed inappropriate or unwanted is (attempted) cultural 

networking, which is being done by email due to the growing impersonal nature of 

human interaction with a growing dependence on technology. 

To create an “intranet” forum for cultural expression, a business could create a 

blog or ecommunity which every employee could be a member and be free to vent, 
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complain and even criticize management or how the company is doing business.  Some 

communication may become abusive, so there may be moderators of the forum to 

insure civility between members.  But, giving employees a source to vent frustrations 

and communicate on equal ground with each other and management will not only 

provide cultural expression for the business but be a possible source of creative new 

ideas that could actually help the company become better for both employees and “the 

bottom line.” 

As for email itself, with technology it is possible to have all messages 

compartmentalized in such a company “ecommunity” that would be allow sections of 

email to be for business-purposes only.  Employees could post their “trivial” information 

to certain blogs or areas that only people interested in that information could check 

which would create healthy niches of employees with common interests, whereas the 

more serious-minded could avoid the company banter of “quizzes” or pop culture info. 

 

. 
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