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     Introduction. Conflicts in the organization are a common problem, it can be said that they are part of the dynamics of the working day. But they can be mastered, their development can be directed in a positive direction. Conflicts might be needed to increase the effectiveness of the organization if competence is a leading factor in managing this complex process.
And until we can start solving industrial disputes, it's necessary to understand what they might be, what generates them, what to do to spot them, and how to establish an atmosphere that avoids them from occurring.
    How are the conflicts? The contemporary perspective views conflict as an unavoidable byproduct of the organization's everyday operations, mostly due to the system's internal intricacy. Through various mechanisms (e.g. problem-solving approaches), resolving a conflict can lead to positive changes in the organization, i.e. it is not the conflict that leads to the destruction of relationships in the organization, but the failure to deal constructively. Conflict is traditionally defined as a confrontation of interests, acts, directions, and interpretations. Indeed, the manager's primary responsibility when resolving workplace disagreements is to mitigate the negative consequences, not necessarily to reconcile the conflicting parties.
The reasons for the tension between colleagues can be varied.
      The factors for emergence a conflict can be classified into internal (personal) and external (constructive).
1. Internal ones are closely related to the emotions of the affected parties. They can be:
· Opposing interests;
· Awareness of both ideas in the conflict that they have opposing interests;
· A conviction on both sides that the other has harmed or intends to harm their interests;
· Continuous interaction between the parties;
· Direct actions taken by both parties (or the one) that harm the interests of the other party;
· Disagreement on a specific issue, goal or task.
2. The constructive ones, in turn, are caused by the environment or the company`s policy:
· Inadequate definition of roles and duties inside the team or organization;
· A dearth of or ineffective information exchange;
· An inequity in the allocation of labor;
The most critical element for a leader to realize is that individuals are unique and everybody has their own perspective upon which to perceive events. Any targeted activity that is loosely stated or that may have several interpretations establishes the conditions for conflict. Hence, leaders' responsibility is to endeavor to establish a climate in which conflicting views of rules, duties, and priorities are unlikely. People exchange feedback is critical to task accomplishment.
Conflicts may have a beneficial or bad result. If the disagreement is really handled to the desired extent, the outcome is considered good; otherwise, the outcome is considered undesirable.
          If workplace disagreement is repressed for one reason or another, lingering pressure may develop. This persistent tension might then become a source of dormant dispute in the event of the next confrontation.
Let`s look at some successful methods for dealing with conflicts in the workplace.
      Ways to avoid conflicts:
· There are several methods for settling conflicts, based on the source of the problem. Among the most critical criteria for settling a disagreement constructively is establishing its origin and causes. The situation's success is contingent upon the effectiveness of this approach. To accomplish this, parties must first agree on their own perspectives on the circumstance and then establish a shared approach and conduct. The questions we need to ask ourselves in order to achieve this are:
· What is the main problem?
· What are the reasons for the conflict?
· What are the possible ways to resolve the conflict?
· What could be the outcome of the conflict?                                            
Only after discovering the real causes of the conflict is an adequate solution possible.
· Confrontation – the conflict is resolved through a voluntary decision and from the position of power. Additional arguments for such a decision can be – the confidence that the decision is correct, it is necessary to quickly resolve the conflict; the manager has authority and therefore his or her non-standard permission can be accepted slightly.
· Cooperation in solving problems – when there is an attitude towards accepting the differences as a result to deeper analysis and therefore it is beneficial for both parties; even more so if there are hidden reasons from which come the sources of dissatisfaction related to job failures, lack of respect, low pay, etc. It is the tactics of open discussion that will help to seek new alternatives, and this can be more successful if the conflicting parties have relatively equal power or their different positions at work are not particularly important to them in resolving the conflict.
· Compromise – in this tactic the conflicting parties receive satisfaction, make mutual sacrifices from their position, but on superficial level, without looking for hidden reasons. The leading attitude is not so much the pursuit of long-term mutually beneficial solutions, but in reconciling with temporary solutions and using approaches that are an effective option at the moment, if it will preserve the relationship and satisfy the preference to gain even a little rather than lose everything.
· Deviation (avoidance) - when the problem is not so important for the organization and it is necessary to lose energy and stop the momentum. The most often they resort to changing the topic of conversation, which is a source of conflict, postponing the question or just leaving the room. This tactic is effective if there is not being able to manage the situation.
· Discount, adjustment and smoothing of contradiction, when acting together with the opposite party, without defending personal interests at any cost. This method is acceptable if the other party is more affected in the conflict situation, or if the latter has more authority and power. It might be superfluous and of short-term effect if one party does not appreciate enough the concessions made by other.
Looking after these processes, we understand that they are only part of solution to the problem. The basis is the human psyche, which should not radiate anxiety, worry, fear. They can covered by observing the conditions of the conflict – excessive indulgence; obedience and silence; when subordinates do not express ideas contrary to the leader; inappropriate behavior, demonstrations of superiority, surprise outbursts, or asking unexpected questions in a seemingly calm environment; constantly stepping out of the official tone or turning everything into a joke; constantly getting away or shifting the blame onto others.   
        Types of conflicts. In modern science, well-known psychologists have typified conflict situations in a few groupings:
 1. Dispute "ambition - ambition" - two things or aspirations have positive and, in certain cases, equal behavioural model, but a decision should always be made between them.
2. "Escape - evasion" conflict - it is a circumstance in that you must pick between two equally bad alternatives.
3. Tension "ambition - escape" - a state of affairs in which the same objective appeals and resists equally like a consequence to concurrently operating good and unfavorable situations.
4. Conflict "dual ambition - evasion" - a scenario created by the presence of two or even more possibilities with both positive and bad aspects, from which a decision needs to be made.
Yet to accept the common view concept dispute is a two-way street demonstrated by intolerance, conflict, or divergence among social circles actors and involves communication aimed at incompatible goals; It is a procedure that starts whenever a person feels another has damaged or is about to damage what the other party desires. However, conflicts aim to promote change, to acquire new knowledge and skills.
Conflicts are the circulatory system of highly effective organizations. Disputes, disagreements and differing views on project planning and execution create power, resulting in alteration, inspire inventiveness and support the formation of strong teams.
Organizations that encourage people to face problems have found that this results in creativity, new objectives, and the necessary modifications to accomplish them. Many of the world's top multinational enterprises, and also legal firms, human rights organizations, and ministries, use this strategy.
Conflict is a process that develops over time, it is an interaction - more than one party is involved. Experienced managers not only manage to recognize them, but very often even try to challenge them. As a consequence of the collision, of opposing viewpoints, concepts often emerge that are extremely hard to identify or could not be recognised by the parties itself. Tension might even serve as a catalyst and requirement for cohesiveness. In these instances, the leader's professional abilities combined personal ability to properly navigate the specific situation are crucial so that the conflict does not become destructive.
All company has its climate and, through time, develops its own set of well - defined and informal norms, resulting in the formation of distinct interdependencies. Thus, while determining the root causes of conflict, it is prudent to consider the great environment generated by management and workers. And also to behave in accordance with it and the conditions.
     Adequate measures to reduce the risk of destructive conflicts in the work environment:
- Undertaking a policy that rejects all types of discrimination against the team;
- Conducting regular trainings for managers on possible sources of conflicts and the like;
- Improve communication and encourage the reporting of complaints and grievances anonymously or publicly;
- Responding in a timely manner to complaints and to take into account the suggestions made to the company;
- Conducting personal company training for resolving conflicts in the workplace.
      Conclusion. The truth is that a well-managed conflict can benefit individuals and businesses. Indeed, interpersonal conflict is often one of the primary drivers of change. By dealing with conflict properly, we can help people be more innovative, build strong relationships, develop successful teams and continually improving productivity. The critical element is to tackle the problem openly and achieve a scenario in which everyone benefits.
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