




Sooner or later, smaller or larger work conflicts arise in any company, which can seriously damage production and service delivery and also relationships between colleagues and managers. There are many reasons why conflicts arise, from working under pressure to the fact that individuals have to work with peoples with whom they don’t have anything in common.
Examples of work conflicts can be many and varied from a misunderstanding about technical issues to different visions or ideas of a project. To solve work conflicts between individuals it is always necessary for a leader or manager to step in  to calm the spirits and to disperse the atmosphere, so that the working environment is not tensioned, but relaxed and pleasant.
To effectively end a conflict, a manager can address several conflict resolution strategies. These differ depending on the causes that led to the problem.
Conflicts in companies: the most common causes
· resource shortage (finance, personnel, equipment);
· different attitudes, values or perceptions of employees in the company;
· misunderstandings about objectives, priorities, interests;
· inefficient communication;
· roles and responsibilities are not clearly established.
Conflicts can also arise because past problems have been left unresolved, but also due to the lack of a training program or overwork. Breaks can be created between two or more people in the company, but also between several members of the same group, as well as between different departments. In such situations, a manager must identify the conflict, then, either on his own or with help from other superiors, address the best technique to calm the spirits.
An action plan
To solve the conflicts, every manager needs a plan, an effective plan and strategy. First of all they need to identify what the problem is and how it started. The next step is to start collecting information from all parties involved, then looking to find a solution. Once they’ve put all the information together they can then put an action plan in place.
Compromise
When a decision has to be made quickly, and those involved in the conflict come from the same position in the company, an ideal solution is compromise. Each will have to give in to an idea or a requirement that contributed to the creation of the conflict.
Meetings, a method of calming spirits
With prior training (the manager gathers all the data on the causes of the conflict) and with the company rules in front, the meetings are a good way to resolve conflicts in a team. The manager can ask each party involved to make their point in a brief presentation. By putting everyone at the same table and making them see everything objectively, they greatly increase the chances of resolving the conflict as quickly as possible.

Mediation of labor disputes, another solution
Used in principle by corporations and also in some small companies, mediation can be a very effective way in solving problems and conflicts. In managing the conflict, the mediator will analyze, without being directly involved in the conflict and will use different techniques to try and get the parties involved to communicate and to try and find a solution. The mediator can’t make any decisions, he can only guide the individuals to find a way to reach an agreement.
Direct approach
When a conflict takes place, managers or leaders can get the parties involved face to face and listen to what they have to say. It is an effective approach as communication stays at the base of solving the conflict and can de-stress the situation. A good manager will always be impartial and calmly listen and be friendly and will also try to mediate the situation.
It’s a very good idea for every employee to know where to go when they have a problem and to know that they’re complaint will be taken seriously and treated in a serious manner.
Employees should receive feedback
It is very good and very effective for employees to get feedback, as that shows that they’re not being avoided or ignored. By not getting feedback employees can get frustrated, and they can feel marginalized and de-consider themselves and they will think like they’re work it’s not important and therefore they won’t come up with new ideas or he will not get involved in further projects as effective.
Problem and solving which I have been part off
It’s a problem that a friend of mine had, she manages a manufacturing company, and she came across this problem with a high impact on herself and on the company.
The company has several production sections, one for each type of industrial piece they produce. Recently, a conflict broke out between some employees and the head of one of the production stations. The conflict, older than that, was generated by the totally inappropriate and uncivilized behavior and language of the section chief, a person employed for some years and who, surprisingly for his behavior, achieves very good results, fully respecting the contractual terms. It is otherwise recognized by everyone as a very good professional, but with a behavior of "suburbs". He has repeatedly tried to find a way to improve the relationships between the people involved in the projects of that section, but without success. She is worried because she has already lost because of this man several very capable employees of the company (and not just from that section) and has information that others are thinking of finding another job because they can not collaborate with this person. Moreover, the costs associated with attracting other people to the department and the company is unreasonably high considering the frequency of these personnel changes.
The question is therefore how to address situations where, although good professionals, certain employees create major problems in relations with other colleagues in the organization.
The solution I recommended to my friend is the following: qualitative evaluation, not only quantitative, of the performance of all employees.
Measuring professional results is usually a simple thing. We establish quantitative evaluation criteria (e.g. number of parts made, number of customers attracted, sales volume, level of savings on expenses, etc.). Here I don't think it's a problem for anyone to set minimum and maximum limits for the results that every employee achieves over a period, usually a financial year.
Here the solution is to establish, in addition to criteria of quantitative evaluation of performance and criteria of qualitative nature. We can't judge the man, but we can analyze his behavior, whether or not it creates problems. We all know that issues such as communication, team spirit, involvement, creativity, tolerance to change and uncertainty, loyalty to the team and company, flexibility, etc. are essential aspects for the company's well-being and for its development in the medium and long term.
Moreover, such aspects make their mark on the atmosphere of the company, stimulating attachment to the organization and its values or, conversely, leading to frustration and reprisals such as absences, delays, "sabotages" smaller or larger, strikes or resignations. The problem is how to set such an assessment and especially how do we measure people's behaviors? Some of these aspects can also be measured quantitatively. For example, creativity can be measured by the number of creative ideas formulated. Involvement can be measured by the number of cases, other than current ones and entering the job description, in which the person in question acts to "unlock" difficult situations in the team or in the company in general.
As well as the criteria related to quantitative results, and these criteria related to behaviors should be made known to employees at the beginning of the period and then, on their basis, to carry out the evaluation at the end of the period. I propose 3 models of such evaluations, for example in 5 steps.
Team spirit:
· Level 1 (unacceptable): Do not communicate openly with colleagues and usually generate conflicting states.
· Level 2 (undesirable): Do not engage in activities other than personal ones, avoid providing help even if asked to do so.
· Level 3 (acceptable): He is actively involved in supporting colleagues whenever he is asked to do so.
· Level 4 (desirable): He offers his support whenever he requests it, but also on his own initiative when he notices that one of his colleagues is having difficulties.
· Level 5 (very good): Initiates discussions to overcome any difficulties, offering constructive and novel solutions for solving the team's problems.
Exchange of professional information
· Level 1 (unacceptable): Repeatedly, willfully or involuntarily, transmits unverified, distorted and/or false information.
· Level 2 (undesirable): Partially transmits the information it holds, making a selection according to its own interests.
· Level 3 (acceptable): He consults his colleagues and regularly briefs them on the information he obtains from different sources.
· Level 4 (desirable): Actively participate in open dialogue between colleagues, in relation to all information concerning the activities in which he is involved.
· Level 5 (very good): Initiates discussions with all colleagues, transmitting the information they obtain from various sources, even if they are not directly related to the activity in which they are involved.
Tolerance to change
· Level 1 (unacceptable): Do not accept new ideas and reject them every time they are proposed by others.
· Level 2 (undesirable): Accepts new ideas, but applies them with restraint in his activities, unless he has another alternative.
· Level 3 (acceptable): Immediately accept new ideas and apply them in its activities, whenever a change is proposed.
· Level 4 (desirable): Actively search and easily identify new ways to solve problems that he faces directly in the activities in which he is involved.
· Level 5 (very good): Generates discussions to identify new solutions for improving personal, team and organizational activities.
Obviously, there is now the question of how we do the evaluation, the above criteria being extremely subjective. It can be said in an assessment that it is the employee's opinion versus the opinion of the boss who makes the evaluation.
To eliminate an unpleasant discussion in such subjective evaluation situations, it is alike to what is called 360° Evaluation. What does such an assessment mean? The rule of this evaluation is to ask/question all persons with whom the evaluated employee has come into contact for the performance of the tasks and responsibilities assigned to him during the period under review. In other words, colleagues, subordinates, superiors, other employees of the company, external partners of the company and even clients are asked/asked (Anonymous or not). 
Because of such assessment, behaviors such as those described above can also be discussed, as a result of which the employee, his/her boss/and those in the human resources department can all seek and take those measures to help improve the behavior of difficult people. If after 2-3 such evaluations, it is found that the behavior has not changed in a positive sense and the person in question continues to create problems at the level of the team and other employees of the company, the sanctions established in the disciplinary regulatory procedures apply in turn. If the person's behavior does not change, it leads to his dismissal, a decision that cannot be challenged based on an objective analysis.
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