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ABSTRACT 

 
The article identifies the effects of intra organizational conflict in relation to the 

women ministration in the Seventh Day Adventist Church in Tanzania. A sample of 174 
Adventist members from a population of two regions, where the data was collected through 
the questionnaires, interviews and focused discussion groups plus the use of secondary data. 
The article notes that inter alia other effects were differed or dissimilar organizational social 
contract; disturbance or change of social cohesion; adjustment of organizational values and 
beliefs; marred social identity and social disorganization; breeds and brands of poor 
communication; power rationing effect or power irrational. The suggestion provided amid 
this conflict domestication includes designing a broader analytical process; plan for 
organizational learning; formulation of broad dialogue participation; and promotion of 
teamwork rehabilitation. This conflict has risks as well as positive advantages. Hence it would 
be appropriately for the church to undertake these risks by incorporating varied initiatives. 
 
Keywords: Conflict; intra-organizational conflict, conflict domestication,  
 

INTRODUCTION 
 

Increasingly, conflict has been a problem in all ages of the existence of the human 
including organizations whereas religious are not excluded. The SDA church is a global church 
and thus one of the Christian denominations found in Tanzania that choruses a form of 
administration executed by representative model which recognizes that authority rests in the 
membership and is expressed through duly elected representatives at each level of 
organization (GC, 2010). 

Consistent to this representation, in 1995 the General Conference session, a passed 
the resolution that Women's Ministries to become full department at all levels of 
administration and that institutionalization that allowed all members, regardless of their 
gender to minister equally in the church without discretion (Adventist Affirm, 2000).  It was 
observed that women participation in church services including preaching was fundamental; 
a situation that has a strong disagreement and debate on the role of women in the church 
globally, in Africa and in Tanzania over the years (Masarira, 2015; Hoschele, 2007; Gallagher 
& Ashcraft, 2006; Koranteng-Pipim, 2001; Holmes, 1998).  

Particularly in Tanzania this has caused continuous disagreements. This disagreement 
has been mostly between the administration and regular members, focusing on the role of 
women termed as women ministration. Ministration originates from a Greek word diakonia 
which include serving and administration (see both The New Strong Dictionary of Hebrew and 
Greek Words and New Strong Guide to Bible Words). 
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There is no clear demarcation for intra organizational conflict with intra group conflict. 
Intra group conflict refers to incompatibility, incongruence or disagreement among the 
members regarding goals, functions or activities within a group (Rahim, 2001). Credibly peace 
and unity are understandably core values to most religious organizations since there is a great 
advocacy from the Sacred Writs for love within and without. There is also advocacy for unity 
especially within. Actually, no religious group has stood and objectively declared itself for 
conflict or dispute promotion. And that is why many religious based organizations, especially 
Christianity but not diminutive to others, have been dedicated to the teaching of unity more 
strongly. 
           There is existence of unofficial inhibition of women to render their services according 
to their gifts, practiced by some regular members that have undermined their religious 
freedom, religious role, and their basic human right in the SDA Church in Tanzania. This 
practice has prompted the down looking over women’s ministration of church activities, 
particularly preaching. This problem and its trend enhanced this study looking unto the effect 
of domestication of conflict that affects women as a vital portion of the SDA church, hindering 
their equal participation, the privilege which men in this church serve indisputably and 
enjoyably (Anderson, in Plantak, 2016; GC, 1995). Example the official statement from the 
General Conference says the Church has identified several major problems that often keep 
women from making valuable contributions to society (GC, 1995). This article identifies the 
effects of intra-organizational conflict in relation to the women ministration in the Tanzanian 
SDA Church and their relevance in relation to the church administration. 
 

LITERATURE REVIEW 
 

Conflict has no clear meaning due to different approaches scholars undertake in 
conflict dealings (Rahim, 2010). A conflict situation is any situation where two or more parties 
perceive that they possess mutually incompatible goals (Mitchell, 2002). Conflict happens 
when people are in an organization disagree about the desired outcome (Ratzburg, 2005), 
perceived divergence of interest (Rahim, 2010), differences and opposition between oneself 
and another individual or group about interests and resources, beliefs, values or practices 
that matter to them (De Dreu & Gelfand, 2008).  
 Scholars say conflicts arise when coordination mechanisms are strained and fail to 
achieve the necessary degree of cooperation in organization (Mensah, 2016). The church has 
many and varied coordination which are very important for its effectiveness and wellbeing. If 
these are strained then less of its performance can be realized and lack of trust among the 
members will occur. Lack of trust implies negative relationships with low partnerships; and 
diffused cooperation that hinders the distribution of skills and knowledge among the 
members. From this understanding we may redefine conflict as a situation that alters the 
relationship pattern between the parties involved, shifting the point of equilibrium upholding 
them to a new that is manifested by at least one part being dominant and benefits more from 
that new relationship. That is to say domination and self-privileges call for intra organization 
conflict. 

In relation to people, domestication by itself means the process of making someone 
affectionate of and good at home life and the tasks that it involves. Domestication is an 
ongoing multi relationship process in which one assumes a significant degree of influence 
over the care for another in ensuring a predictable co-existence between the two. The Oxford 
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Dictionary (2014) says that domestication comes from the Latin word domesticus, meaning 
'belonging to the house’.  

Domestication is the changing nature of the trend (Roots, 2007). Domestication 
presents a theoretical framework that views complexity of life amid patterns and rituals. 
Some of the patterns prevalent in the church include distinctive social status, education 
levels, economic strengths, age strata, culture beliefs, values, communication, competencies 
and gifts, norms, and relationships. At the same times rituals involve order of performing and 
managing the worships. These all form the aggregates of complexity in church life. The 
Church, SDA inclusive has complexity of life patterns and rituals that this research has 
considered carefully as the setting for interactions and seemingly proponents for this conflict.  

Domestication of conflict is not the elimination of conflict but a way to give it a 
symbolic form (Mouffe in Martinico, 2013). The symbolic form is simply the imaginable 
impression or individual construct of the conflict before the real experimentation of the 
conflict. Like in pregnancy expecting parents have a symbolic form of the child but not the 
child itself. These symbolic forms would have brought an enabling factor into grasping new 
knowledge and learning process by providing encouragement.  Scholars (Hillier, 2003) say 
since we cannot eliminate antagonism, we need to domesticate it to a condition of agonism 
in which passion is mobilized constructively. Agonism is to accept conflict and availing it a 
lasting and reasonable room in our lives. Agonism is the way people must accept and channel 
conflict in their midst positively. Hillier (2003) continues to say, that will lead toward the 
promotion of democratic decisions that are partly consensual, but which also respectfully 
accept unresolvable disagreements.  This means there are parts or issues in the conflict that 
may be left without reaching to the same consensus, and then parties should be looked as 
participants and not contenders. 

In the SDA church, the conflict focusing on women ministration has been of decades 
showing some if not all unresolvable disagreements that need to be respected. Thus, conflict 
domestication is the mobilization of both human and human resources for constructive intra 
organizational attainment. 

 
EMPIRICAL STUDIES 

 
Globally empirical findings on the role of intra-organizational conflict fall into two 

major schools of thoughts: A traditional view and a behavioral or contemporary view. The 
traditional view asserts that conflict is bad with negative impact. Traditionally conflict is a 
threat to success (Sipka in Rahim, 2010); it is undesirable and detrimental to organization 
(Rahim, 2010). Empirical studies found that conflict as a stressor elicits unpleasant emotions 
which are associated with reduction of performance and individual wellbeing (Dijkstra, 2006). 
From this point of view, researchers accept that conflict is detrimental to organizational 
efficiency and therefore should be minimized in organizations (Rahim, 2001).  

Moreover, from this point of view scholars suggest that in such situations conflict 
should be eliminated, evaporated or de-conflicted. In fact, the word de-conflicting has been 
used by De Bono (in Rahim, 2010) in opposition to confliction, the staging of conflict. The 
traditional view is in harmony with the classical view in empirical studies and also the 
perceptions of the members in the SDA church.  

However behavioral or contemporary view sees this as out of time to modern thinking 
and therefore unsatisfactory (Rahim, 2010). The behaviorists view conflict on both positive 
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and negative sides depending on how it is handled. Hence actors need to focus on managing 
it effectively and at appropriate time rather than terminating it. Empirical studies from a 
behavioral mind confirm that conflict helps in understanding the nature of organizational 
behavior and organizational process (Baron in Rahim, 2010).  

In fact, some scholars such as Whyte state the functions of organizational conflict in 
positively and clear composite: Harmony is an undesirable goal for functioning organizations 
(cited in Rahim, 2010). Conflict is desirable part of organizational life (Montgomery & Cook, 
2005). Hence the suggestion brought forward by the behaviorists is to build an organization 
capable of recognizing the problem it faces and ways of solving (Whyte in Rahim, 2010). This 
means organizations need to be prepared for conflicting situations and deal with it 
appropriately.  

The principle attribute of this approach is that if conflict is allowed to exist 
stakeholders develop skills for co-existence. However, these findings lack the quality of 
strength in the organization as the aftermath of intra-conflict, which this research has also 
investigated. From both the ‘good’ and the ‘bad’ perspectives the study has examined the 
definition given by respondents who are members of SDA church and involved in this conflict. 

Moreover, behavioral or human relation studies show that if conflict is left 
uncontrolled it disrupts the organization and leads to dysfunction. Studies show that too little 
conflict may encourage stagnancy, mediocrity, and groupthink; but too much conflict may 
lead to organizational disintegration (Rahim, 2001). And again, conflict is only part of the 
process of reaching agreement on values (Burns cited in Ciulla, 2003). Therefore, conflict 
should be appropriately intervened. Because conflict creates arguments and creative thinking 
likely can improve the way of thinking amongst the stakeholders, looking unto the problem 
positively without being contented and thus search for alternatives. This proposes an 
optimum conflict in accordance to the organizational capability if allowed is healthful for 
organizational development.  

Therefore, empirical studies for conflict depict that conflict has ambivalent nature, 
both destructive, and supportive and helpful results (Agwu, 2013; Chappell, 2007; Dijkstra, 
2006; Rahim, 2001) to organizations. Studies also reveal that conflict has positive benefits 
(Pruitt & Rubin, 2003; Cosier & Dalton in Rahim, 2010; Kimmel in Deutsch, Coleman & Marcus, 
2011; Canary & Lakey, 2012; Cheong, 2010). Again, they say conflict has definite 
characteristics (Rahim, 2010); individuals themselves may have characteristics that contribute 
to both the triggering of conflict episode and its management (Spielberger, 2004).  

Positive effects of domestication of intra organization conflict view encourage conflict 
based on certain beliefs. For example, empirical studies reveal conflict helps in understanding 
the nature of organizational behavior and organizational process (Baron in Rahim, 2010, Pruitt 
& Rubin, 2003). Instead the suggestion brought forward is to build organizations capable of 
recognizing the problem it faces and ways of solving (Whyte in Rahim, 2001).  

These scholars look on harmony as a static situation, stagnating process, apathetic 
state, non-creative, seeking no alternative and unable to respond to change and innovation 
(Mensah, 2016). Thus, harmonious organizations do not respond effectively to organizational 
changes. The principal assertion for conflict is positive or rather good, that is conflict when 
allowed to exist inter alia develops skills amongst stakeholders for co-existence. The conflict 
in the SDA church has existed for more than two decades. It was assumed that the members 
have developed skills to co-exist, that is apparently the intention of domestication amid this 
conflict. Such assumption was vital in the development of this research.  
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Empirical studies show the encouragement on positive participation in intra- 
organization conflict.  This is to say a negative participation may cause conflict to escalate. 
Participation influences positively societies affected by conflict and deal with it. Conflict 
affects positively positive influenced conflict management and that conflict affects negatively 
negative influenced conflict management (Foley, 2011; Ziebert, 2010). The implication is that 
negative participation in intra- organization conflict influences negatively on the expected 
conflict outcomes. If participants undertake conflict in a negative manner there is likeliness 
of gaining negative results from such conflict. Therefore, empirically there is an 
encouragement in the positive participation in the conflict.  

On the other hand, bad effects of intra organization conflict are unintended conflict 
outcomes. They are bad because they are considered undesired and detrimental. This is to 
say conflict is detrimental to the organizational welfare. For example, empirical studies found 
that cooperation within the group declines since, members will unwillingly censor their 
opinions to avoid conflict and stay together on all important issues (Rahim, 2010). Again, 
empirically it has been observed that conflict cause deterioration of mental efficiency, reality 
testing, and moral judgment that results from group pressures (Davis, 2003). Group pressure 
compels others to conform to their stand or decisions. This kind of conformity does not allow 
sharing of ideas within the members and thus some, especially the weak, will be deteriorating 
from their capabilities. Consequentially this weak fall into vulnerability. These are easily 
persuadable or liable to give in under that circumstance. This has been verified in Mitchell 
(2014) that conflict increases vulnerability.  

Studies show that affective conflict negatively influences group performance, group 
loyalty, work and group commitment, job satisfaction, and intent to stay in the present 
organization (Jehn, Northcrat & Neale in Staw, 2001). Halawi (2014) and Chigozie (2017) share 
and mention inter alia conflict among the stimuli to leave the organization.  

Scholars in a classical way of thinking found that ‘conflict is destructive’. Such 
observation is asserted by Neuhauser (in Rahim, 2010), ‘conflict is a major source of increased 
stress and decreased productivity’.  In fact Neuhauser (in Rahim, 2010) stresses that conflict 
almost always ends up affecting the quality of services received by customers. Such 
observation is suggestive that conflict should be eliminated. Sharing the same suggestion is 
De Bono (in Rahim, 2010) who suggests de-conflicting: The effort required to evaporate a 
conflict. De- conflicting gives an impression that the conflict should not be tolerated but 
removed. Classical scholars discern that during conflict frustration in each other increases 
(Henry, 2009). If conflict is not managed properly, among other things it will lead to 
breakdown of the group, bring about the withdrawal of resources to register one's 
disagreement and people may be unwilling to surrender their energy, money, time and 
materials for the progress of the organization (Arowolo, & Ogunsakin-Fabarebo, 2005). These 
features of negative attitude toward conflict have also been considered in this article for 
domestication of intra organization conflict over women ministry.  

Empirical studies show that in conflicting situation routine tasks are adversely affected 
than non-routine tasks (Peterson in Rout & Omiko, 2007). In the church the routine activities 
include worship program while non-routine activities include serving the community or rather 
corporate social responsibility. The effect on both routine and non-routine tasks has been 
checked in this research. And thus, conflict leads to negativism in the development and 
maintainability of the team, hence, performance is being marred (De Drew & Weingart, 2003). 
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Conflict lowers productivity and interferes with organizational operations (Adebile & Ojo, 
2012). 

Doctrines are important segment in the church life because they define inter alia 
organizational identity. If they are suffering consequently the organizational identity is also 
suffering. Crisis can be very destabilizing for individuals and results in threats to individual 
such as loss of group pride, an escalation of fear, frustration of needs and wants, confusion 
regarding personal identity and an increase in prejudice (Tafoya, 2013). 

Anciently history shows that there was a tendency of down looking over women in 
religions in Jewish culture (Robinson, 2008). In another study Jackson (2016) found that in the 
antique Greek world, women were considered inferior to men by being viewed as somewhere 
between slaves and freemen, and wives led lives of seclusion and practical slavery. That is to 
say they were treated as second order citizens. According to Jackson (2016) biblical texts in 
relation to gender regulation do not directly suggest that woman is inferior to man, but their 
interpretation thereof does seem to mean that she is subordinate in rank to man. She 
concludes by saying it is regrettable that such major attention must be given to the negative 
side of this issue, but such appears to be necessary in view of prevalent error currently being 
propagated. What are these current errors? Definitely subornation and looking over women 
in churches as inferior and incapable are the current errors. 

Studies have shown that challenges to existing gender regulation within historically 
patriarchal religious traditions can be highly contentious, often resulting in religious conflict 
and change. But the problem with Adventist women in ministry as a particular case has been 
of ages and there is a significant shift around the turn of the century in women's roles 
advocated by the church (Vance, 1999). Plantak (2016) wonders, while the church upheld the 
concept of human dignity, promoted religious liberty and sided with the poor, nationalism 
and racism developed among its members: Made women to be unfairly treated. According to 
Plantak the problem is not vested in the principles, but within the people. However, globally 
and Africa inclusive empirically in Christianity the main problem concentrated in churches is 
the focus on accepting women for ordination (Adventist Today, 2017; Rule in Fox, 2004; 
Hogan, 1995). Basing on other empirical studies Manning (1997) suggests a broad dialogue 
that can solve the controversy in the church and the society at large.  

Again Plantak (2016) expresses that the women ministry remains as a deciding factor 
in Adventist church that involves theology to women’s place and role in general and in the 
church in particular. Intrinsically Gladson (2017) points a finger on the leadership on what is 
happening in the church: Denomination leaders insistently cited what are known as the 
“house codes” in the New Testament that seem to subordinate women in the church 
community. These studies show gender issues are dividing the church and inter alia women 
ordination serves as litmus that distinguishes liberal women in the church and conservative 
males. However, the picture underscored by the empirical findings is that though women are 
the majority in the church still they are the minority in the church services compared to men 
who are dominant (Hadebe, 2017; Pinn, 2010; Carson- King, 2008; Angrosino, 2001). 

Appleby (2000) highlights a general view on religions and challenges them that 
contemporarily the scripture is used in religious violence legitimately and as a sacred duty. 
Stern words come from the people like Ramodibe (2000). She found that the church is one of 
the most oppressive structures in the society today especially in regard to the oppression of 
women because of the vested interests of those in the hierarchical structures. Probably when 
she states ‘vested interest of those in hierarchical structures’ she meant strong male 
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dominated structures. Therefore Ramodibe (2000) suggests as a remedy, the church in Africa 
need to make a radical change, do away with oppressive structures by acknowledging women 
as priests. On the same footing Hadebe (2017) found that there is resistance to take gender 
equality in the church due to sequential and interlinked fear of loss; fear of change and fear 
of the unknown. Hence, she concludes that the exclusion of women from equal participation 
in society contributes to their oppression.   

Although the General conference of SDA church defined roles for women in ministry 
(GC, 2015) but globally in Adventism like other religions the major problem has been on 
women ordination. The challenge of the Adventist church in Africa is not primarily about 
whether females can serve as ordained pastors or elders or not, but rather about the question 
of what women can and cannot do in church (Masarira, 2015). However, from Adventism 
history, women played important roles in the church including preaching (Papers, 2008; Land, 
2005). So this trend of inhibiting them from such services is an unexpected diversion from 
church history.  

In East Africa, the current conflict over women (Ndeda, 2011; 2006) is seen as similar 
to the subordination of women in the churches that simply refers to relations between men 
and women within the social process as a whole and the way those relations work to the 
detriment of women. This is to say indigenous culture in East Africa is also a setting for conflict 
over women ministration. It is inherently insubordination for women. This is because the 
church is incumbently a sub-society and unfortunately it therefore copies and copes with the 
vicinity of the environment that it lives and exists in. If this is the case then the church imbued 
in such a society classifies citizenry in regard to sex.  

Nevertheless, the SDA church in Mbeya and Songwe Regions in Tanzania is part of East 
Africa and again part of its vast community. In fact, one study by Ndeda (2011) found women 
are excluded or restricted to some certain areas and from certain responsibilities including 
church governance, while women religious lives are often closely linked to their interpersonal 
concerns.  Hence Ndeda suggests for the survival of the church and future effectiveness issues 
of liberating women should be addressed: A need for analysis of individuals and the society 
(2011). 

Stingily Gallagher and Ashcraft (2006) noted that Adventist entered the twenty first 
century with great challenge. Holmes (1998) shows that the role of women in ministry is still 
unsettled. Then if it is unsettled it is dormant not dead. In another contribution Koranteng-
Pipim (2001) proposes that women laboring in the ministry should serve in accordance with 
God’s biblically prescribed will resisting transforming women ministry into feminist ministry.  
This proposal (Koranteng-Pipim, 2001) is of the view in favoring the acceptance of the status 
quo. Hoschele (2010) seeming to be so much disgusted and says women 
experience discrimination, oppression and exploitation in many forms.  

Again, in Tanzania women ministry especially preaching is influenced by a tradition, 
that culture does not allow, that is, the climate for institution of women ministry does not 
favor some of their public services. Like Masarira (2015) and Ramodibe (2000) who viewed 
other parts of Africa, Hoschele (2007) is of the opinion that Tanzanian culture is discriminative 
on women’s public service. Though this assertion is challenged with elimination of the notion 
of ‘blacks’ since Pinn (2010) found that in USA gender discrimination in church services is not 
particular to Blacks congregations only. Elsewhere in Africa (Hadebe, 2017; Masarira, 2015; 
Ramodibe, 2000) churches which accept that some of the perceptions held and restrictions 
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placed on what roles women can perform in the church are not biblically founded but rather 
come from traditions and socio-cultural practice. 

Although women contribute strongly to their religious affiliations (Miller & Hoffman 
cited in Bennion, 2004), but as empirical studies above depict they are given less attention in 
worship by being down looked, given diminutive role, given less status, their inclusion in 
services looked as a heresy, they are abused, and generally oppressed: And thus the 
domestication of the conflict over women ministration in the SDA church in Tanzania is a case 
that may hasten reverting the situation and hasten policy compliance and enforcement. 

But most of the literature abroad is crudely applied since they relate the problem of 
women ministration in the church with gender roles: Proposing women should accept the 
status quo as a role. Role defines designative obligation of the person in the society which is 
not the issue of women ministration in the SDA church. However, amongst them few are 
distinguished. Example Weaver (2004) disassociates by saying that the issue of abusing on the 
women is not carefully addressed. Kretzashmar (cited in Ndeda, 2011) says, while gender 
debate proceeds apace in academic circles, it is not taken seriously in the church. Therefore, 
the church is sluggish in attending gender issues and especially on discrimination or abuse. 
She suggests if the church preaches liberation on one side it should not oppress women on 
the other side.  

METHODOLOGY 
 

The article is informed through the study that was carried in Mbeya and Songwe 
Regions in Southern Tanzania bordering with Zambia on the South and on the South-East 
Malawi and Lake Nyasa in August 2017. The population in study was about 6000 SDA 
members whereby a sample of 174 was used.  Stratified random sampling was chosen in order 
to reduce sampling error and ensure a greater level of representation; providing adequate 
representation of different subgroups as proposed by Ahmed (2009). A triangulation method 
of data collection was used and divided into 100 questionnaires; 50 in-depth interviews; and 
24 people divided into 8’s for Focused Group Discussion.  
 

FINDINGS, INTERPRETATION AND DISCUSSION 
 
The objective of this article is to identify the effects of intra organizational conflict 

domestication in relation to the women ministration in the Tanzanian SDA Church and its 
relevance to the church administration. The article addresses differed or dissimilar 
organizational social contract; disturbance or change of social cohesion; adjustment of 
organizational values and beliefs; marred social identity and social disorganization; breeds 
and brands of poor communication; power rationing effect or power irrational.  
 
Differed or Dissimilar Organizational Social Contract 

It is clear that conflict has shown that there have been some struggles to keep 
continuing or protecting the identity of the church and consequentially the members within. 
Social contract concerned the issues of being identified with and belonging to a social group, 
intent to stay with or break away. In Adventist Church social contract is bestowed and 
recognized after someone has accepted the faith and becomes a member of the church 
through baptism (GC, 2010). However, people have been defecting, dis-fellowshipped and 
absconding from the church. 
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A social contract simply means adherence to principles that are set within the SDA 
church where the member belongs.  Therefore, there are variedly different doctrines amongst 
the conflicting groups in the SDA church. For instance, following some other doctrines or 
beliefs not instituted by the church would mean the church was becoming a traitor to some 
extent. Social contract means renouncing the rights they had against one another (Hobbes & 
Macpherson in Stratton, 2011). Example, even if the members are of different sex in the 
church, but they are considered equal in duties and rights within that church. This right is 
normally announced during the instating of new members into the church; however, it was 
affirmative that there was existence of new models of social contracts that differed 
considerably from the early prototypes. 

 
Disturbance or Change of Social Cohesion  

Speaking on and defining the social cohesion the UN (2012) says, Social cohesion is 
built around three key values:  social inclusion, social capital and social mobility. Social 
inclusion refers to the degree to which all citizens can participate on equal footing in the 
economic, social and political life, including whether people are protected in times of 
need. Social capital refers to trust between people and in institutions and the sense of 
belonging to a society. Social mobility refers to equality of opportunity to get ahead. 

This definition has formed a thread in understanding the phenomenon of relationships 
when the equilibrium was disturbed in the SDA church. A church is a place where social 
relationships are inclusive, capitalized and mobile and are built and cultivated. 

On the contrary there is existence of inhibition of women from serving in the church; 
at least some services had a social seclusion because it did not provide equal footing in for 
them in social life. The same act showed distrust at least on women and hence de-capitalized 
their potential and belonging. Again, with the same action women cannot access 
opportunities equally in satisfaction of their social mobility. Hence from the UN (2012) 
definition the social cohesion in the church was no longer present, which meant that one 
subset in the church community, was suffering seclusion, de-capitalized, and demobilized. 

Disruption or disturbance in social cohesion was seen in such as abusive statements 
of undermining the women in the church such as likening them with a piece of cloth like 
‘ilyabhi’ in Nyakyusa language, a prominent native language in Mbeya Region was a great 
indication of abuse to their dignity and disobedience to the authorities not only of the church 
but the nation at large. ‘Ilyabhi’ was a cut and fold piece of cloth won by Nyakyusa women 
like the modern pad. Other statements include ‘charich cha b’akolo’, Ndali language native in 
Songwe Region meaning the ‘church for women’ designated for the main SDA stream; 
monkeys designated for those who left the church; falcon for those who remained in the 
church and many other nicknaming.  Any disturbance or change in the social cohesion may 
bring negative results as have been found in Mbeya region based to the domestication of this 
conflict. Therefore, there was another effect that is disturbance or change of social cohesion 
that is seen in lack of social inclusion, social capital, social mobility, blatant behaviors and use 
of abusive languages leveled to some groups and specifically women in this region. 
 
Adjustment of Organizational Values and Beliefs 

In the SDA Church organizational values are found to be closely connected to other 
organizational phenomena in particular culture. However, Tanzania is a multi-cultured 
country though national wise people do not cherish much their tribes as well as culture. This 
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heterogeneity in culture has brought about the eruption of conflict because of the divergence 
views and orientation stigma. Heterogeneity of culture means those cultures people brought 
in this church that make less of group culture. Therefore, it was concluded that culture has 
been determining the daily lives of the members of the church. 

From the domestication of intra organizational conflict in the SDA church since its 
eruption the notion of value took another avenue. The decisive policy intended to restructure 
the value of women where it was supposed to belong from the past, but after that decision 
competition due to differences in interests within groups or parties in the society emerged. 
The opponents seemed to say the value in worship was being intimidated, in such laid 
accusation; ‘women wanted equality in every aspect with men ‘women were told that they 
will be superior over men’ (member who was interviewed on 16th August 2017 from 
Kilimahewa SDA Church). Therefore, the situation implies that there was organizational 
inability for effectively adjusting organizational values and beliefs, which cultivated a varied 
heterogeneity of culture and brought various incompatibilities. The scenario can be attributed 
to rigidity to changes that laid collision between the existed system and the elevation of 
women to their right position. 

This conflict has various effects to the church: Both positive and negative benefits. (a) 
Positive in the sense that it created awareness, strengthened the organization in technology 
and communication, increased decentralization, allowed adjustment of organizational values 
and beliefs; and promoted the process for increased power distribution among members. (b) 
It was negative since it reduced resources, portrayed distorted organizational image, differed 
organizational social contract, disturbed social cohesion, left scars of disorganization and 
marred social identity, made failure in projects and programs. Generally, this conflict as social 
construct and outcome has complexity of life amid patterns and rituals. Thus, conflict 
domestication has shown naturalization of conflict in organization as making particular 
uncouth social patterns to be meaningful in life. 
 

SUGGESTION AND CONCLUSION 
 

Since the members seemed to know the risks and opportunities vested into this 
conflict, which are the possible results, outcomes and consequences. What they needed was 
the skills for participating positively into this conflict. 
 
Designing a Broader Analytical Process 

Dahrendorf (in Kaplan & Owings, 2017) exposes that conflict in an organization may 
become ripe basing on three conditions:  Namely the technical conditions; political 
conditions; and social conditions. It is the view of this study that these aspects be the basis 
for conflict analysis in this SDA church organization.  

Institutional Analysis: Institutional analysis looked on the potholes of such evils as 
discrimination among the social groups incorporated in the church. Discrimination is among 
the potential factors for conflict as observed in the literature review, and is also a social 
construct within organizations. Such organizational analysis helps to uproot the substances 
pertaining to conflicts over women ministry in the church. The organization analysis should 
help the church to strive in empowering not only the women but all stakeholders to become 
responsibly acquainted with the church dealings. 
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Analysis for Conflict Dynamism: Conflict dynamism is the notion and perception of 
the stakeholders in regard to staging and fostering a transition as accounted from the initial 
stages of the conflict toward aspiration in both the near and longer future. The manners of 
different stages during domestication of this conflict have affected the members and their 
roles and relations in particular should be evaluated careful so as to improve on the future 
trend and consequences. Since the church like any religion can be a source of legitimacy, it 
also can be used for legitimizing actions of the group or sub group, or sect in this case. Such 
sub group interest can evolve in misuse or misinterpretation of sacred writs, promoting it, 
using formal or informal enforcement for just personalized or selfish reasons. Sub interests 
and fundamentalism superiority if not taken care may bring fundamentalists in the church. 
Other dynamism for conflict was the negative perception over the institution which needs to 
revert. 

Plan for Organizational Learning: Since conflict domestication in this organization 
seems not to be properly attended and members were not thoroughly aware of their 
organization and its operative feature; then it is appropriate to stage organizational learning. 
Therefore, thorough plans for conflict intervention are required in this organization during 
the existence of or anticipation for conflict. One of the suggested processes is organizational 
learning. Organizational learning is the process of inventing, passing and keeping knowledge 
within an organization that is relevant to it in a period of time. It involves making members 
understand the philosophy and operative system of the organization. 

Formulation of Broad Dialogue Participation: The actors needed also to remorse 
biasness generated from different groups especially with different perceptions toward the 
conflict to come together and participate in this conflict constructively to search for the 
common way forward. It is well pleasing since the eagerness for participation was found to 
be very positive; the same should be anticipated in dialoguing for conflict positively. Unless 
the different parties exchange information and clarify those perceptions, a mutual positive 
result cannot be obtained in a near future. 

Promotion of Teamwork Rehabilitation: Teamwork rehabilitation is the processes for 
making restoration to previous privileges or reputation the church had been enjoying through 
modification after some longevity or disaster. Since the conflict was not received heartedly it 
was almost a disaster to this organization. The SDA church is a well-known institution 
worldwide for its services and devotion to the community. During this domestication it needs 
to restore and improve its wavering glory through women ministry conflict. The ‘us’ group 
which someone identified with in the church often was an important component in how one 
defined himself or herself, creating a social identity by associating or dissociating from others. 
This affected the teamwork notion which is important to the church. 

 
CONCLUSION 

 
  The article has shown that there are risks and positive advantages culminated from 
conflicts. Even if the magnitude and ratio are not equated but there are symptoms of conflict 
domestication continuation in the SDA church in general based on this Mbeya Region study 
results. Hence, conflict domestication encourages actors to disassociating the organization 
from all forms of confrontational methods and negativity. It undertakes appropriately risks by 
incorporating varied in initiation of organizational learning; formulation of broad dialogue 
participation; designing of analytical process from stakeholders; promotion of brotherhood 
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in Church or teamwork rehabilitation may create willingness to foster for the common good 
and deescalates conflict.  Such qualities would have more potential for peace, unity building 
and comparatively better organizational quality. These can be among the strategies to help 
in an organizational plan for the future growth and development.  
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