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Introduction 
Organisations hire individuals with diverse personalities thus making various forms of conflicts to occur in teams within a workplace. Conflict can be expressed in form of insults, lack of cooperation, anger and at times bullying (Cheong, and Kim, 2018). According to a SHRM survey done in the year 2020, experts link conflicts in teams within workplaces to: clashing personalities, communication misunderstandings, workplace behaviours that irritate co-workers, perceived resources inequities, unclarified job descriptions, mismanagement during transitions and differences in opinions over methods and perspectives to be implemented in carrying out a project (Burnard et al, 2021). Ultimately, organisations suffer from disruptions, unproductivity, failures in projects, negative turnovers and employees’ emotional stress. A study by Bai et al, (2021) found that approximately half of employees report interpersonal conflicts at workplaces yearly.  A large percentage of the complaints are between an employee and their team’s seniors. The ultimate goal of conflict management is to create positive energy and a peaceful atmosphere in workplaces, find better solutions to conflicts and prolong the organisation’s lifespan as well as that of its teams. On how to manage conflicts in work place teams, Incorporating successful models and theories of conflict management strategies becomes beneficial to both employees and the organisation at large. 
Literature Review/Background
Wolski (2021) describes a three-step conflict management strategy that includes staff training, intervention and action by managers and scheduling team meetings. The team is to be trained and enlightened on being able to solve conflicts professionally without including their managers. The technique ensures all team members are conversant with the organisation’s set conflict resolution protocols and are able to apply them in case of conflicts. First, an informal one on one meeting should be scheduled between the parties, the problem is then discussed from both points and a course of action is agreed on. In cases where no resolution is made, the matter is recorded and the manager made aware of the problem. All through, the manager should acts as objective third party with intentions to unite the two parties. The two parties should then explain why they could not reach a solution earlier on and if need be the manager should provide an alternative solution agreeable by involved parties. In cases where one side is wrong, the manager is to make judgment and enforce it based on company rules and procedures. To avoid future repetitions the manager vividly explains his/her decision in an objective manner. If the conflict cannot be resolved up to this point the problem is forwarded to the team and made available for open discussions. Explaining to the team about the problem at hand should take the point of view of an objective third party with frequent inclusion of the two conflicting parties. Each member is then requested to give thought briefly putting into consideration the organisation’s policies and procedures. A group decision is reached and all team members are made to understand why and how the team came to the decision. For references, the manager should record the meeting’s proceedings and safely file it. The filed document will help in resolving future conflicts of a similar nature as well as document workers who constantly get involved in conflicts.
Methods
The research employed literature review to come up with the results of the study. Several researchers have conducted studies on managing conflicts in the workplace and come up with different theories that can be used to manage conflicts. The key word “managing conflict in workplace” was used while doing the literature search from google scholar, ProQuest and google search. The articles were selected based on the year they were published and also based on how well they would answer the research question. Based on these aspects, three articles were selected and used to present the results of the study.
Results and Discussion
According to Stephan (2020) managing conflicts within teams at a work place requires a five-step strategy. In his model, organisations should create a healthy culture in that all team members are treated fairly and with equality. For instance, in cases of achievements, team members should receive praise and recognition which paves way for openness and honesty. The organisation has to develop rules for handling conflicts and ensure all team members are aware of the set policies. The members are made to learn to listen to each other, respect each other’s opinion and avoid interruptions during discussions. The manager should learn to spot early signs of conflicts and be able to resolve them before it escalates. Spotting signs entails reading the member’s body language like crossed arms, tonal variations, facial expressions and any form of non-verbal communication. Further, in case a conflict occurs, it should be dealt with promptly before it creates tension and adversely affects the team’s productivity. Lastly, the manager should not take sides considering his role is to assist the members of a team address the problem at hand and reach a solution the sufficiently works for them.
Llopis (2014) in his article describes a four-step technique in which leaders should use to manage conflicts amongst team members at a workplace. The technique involves right timing, knowing employees boundaries, respecting differences and confronting tension rather than avoiding it. Timing is crucial in conflict management making it effective to take action when there is evidence of an employee’s record of wronging which affects the overall team’s performance. In such a case, all team members wait for their leader to takes action failure to which he/she loses their respect. Taking much time to address issues during adversity makes the team members to take the actions they deemed a leader took lightly which makes him lose momentum and ultimately puts their leadership reputation at risk. For instance, a leader should know his/her team members’ boundaries and attached risks and considering people deal with conflicts differently. Managers should help by guiding members to know when they cross the line and have careful observation of the team. The observation involves identifying behaviours, which trigger certain attitudes, provoke mind-set shifts or illustrate a lack of self- awareness. To know members conflict boundaries and avoid conflicts, training sessions are recommended and set up of precedence and reinforced work expectations for all members made clear.
According to Choi, and Ha, (2018), the management and resolution of conflict amongst team members at a work place can be achieved in seven steps. First, the manager has to get clarity on the source of the conflict as this will help the two parties concede to be disagreeing as well as help the leader know how the issue came to grow. The manager then finds a safe place for the two parties to ascertain honesty and ample time for clarity. Throughout the session, the leader should listen keenly and let involved parties have their say while embracing a positive and assertive approach, as it will help the parties comprehend the cause of disagreement and work towards resolution. The manager takes time to investigate the problem without prejudging. Further enquires are made to find any underlying conflict causes that may have not been noticed during the hearing.  The manager then determines ways for the two parties to meet a common goal agree on the best solution and decide on each party’s roles in the resolution. Finally, the manager evaluates the proceedings of the two parties as he/she decides on future preventive strategies.
Conclusion
Setting up an organisational culture by employers is vital in managing workplace conflict in teams. The culture is designed to prelude conflict and ensure prompt and equitable handling of conflicts that employees cannot resolve by themselves. To achieve such, the set policies should be communicated clearly and with consistency thereby making the rationale for any decisions made by workers transparent. Employers should thereby ensure all employees and not only those that are in a higher hierarchy accountable for conflict resolution.
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