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ANNOTATION

Research problem and degree of the research: Today, conflicts take place in all organizations. Current realities do not
allow enterprises to exist in a comfort zone without internal obstacles; otherwise, an institution simply will not survive. This
article is based on both the positive meaning of conflict and on an analysis of the negative aspects of conflict, specifically
regarding modern technologies which allow resolving conflict contradictions in some cases or to avoid it completely in others,
for example, when there are rudiments of their maturation.

Purpose of the article: to analyze modern technologies for resolving conflicts in an organization.

Subject of the article: Modern technologies for conflict resolution.

There are quite a few types of intra-organizational conflicts, but we will focus on the contradictions that arise in
teams. The article analyzes the technologies of conflict resolution in two projections: in resolving a conflict that has already
arisen and in its prevention.

Research methods: The following research methods were used:

* theoretical analysis of scientific sources;

+ analysis of foreign conflict resolution techniques.

Modern conflict resolution technologies are focused on the constructive participation of all parties to the conflict. At
the same time, the managers’ actions play a certain role, as they are endowed with exclusive functions for managing conflicts
within their department and they are personally responsible for the situation in the team.

Of course, it is necessary to apply preventive methods to prevent contradictions. If nevertheless the conflict emerged
for various reasons: either the contradiction was implicit, or this issue was not given due attention, it is necessary to be guided
by slightly different methods. In any case, the resolution of intra-organizational conflicts in a team should be focused on the
psychological aspect of employees. It is necessary to work with each employee, paying attention to his or her needs and interests.

Conclusion. This article examined the main modern methods for preventing and resolving conflicts, used in many
organizations. The theoretical aspects of intra-organizational conflicts, including the cause of the conflict, its’ structure and
typology were considered. The article was also focused on the typical managers’ mistakes when resolving conflicts.
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INTRODUCTION

Research problem and degree of the research: Today, conflicts take place in all organizations.
Current realities do not allow enterprises to exist in a comfort zone without internal obstacles; otherwise,
an institution simply will not survive. This article is based on both the positive meaning of conflict and
on an analysis of the negative aspects of conflict, specifically regarding modern technologies which allow
resolving conflict contradictions in some cases or to avoid it completely in others, for example, when
there are rudiments of their maturation.

Purpose of the article: to analyze modern technologies for resolving conflicts in an organization.

Subject of the article: Modern technologies for conflict resolution.

There are quite a few types of intra-organizational conflict, but we will focus on the contradictions
that arise in teams. The article analyzes the technologies of conflict resolution in two projections: in re-
solving a conflict that has already arisen, and in its prevention.

Research methods:

The following research methods were used:

« theoretical analysis of scientific sources;

* analysis of foreign conflict resolution techniques.
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RESEARCH RESULTS AND DISCUSSION

Organizational conflict, or workplace conflict, is a state of discord caused by the actual or per-
ceived opposition of needs, values and interests between people working together (Organizational con-
flict, 2021). There are different forms of conflicts in organizations. There is the inevitable clash between
formal authority and subordinates. There are also disputes over how revenues should be divided, how the
work should be done and how long and hard people should work.

The structure of an intra-organizational conflict is understood as the whole set of parts of the con-
flict, its elements, connections and relationships.

The structure of the conflict is distinguished as:

* parties involved (employees of the organization);

* an incident (a provoking action that may lead to negative consequences);

* subject (reason for the controversy).

Dynamics, that is, the life cycle of a conflict consists of the following stages (An, 2014):
pre-conflict situation;
incident;
escalation of the conflict (growth);
culmination;
conflict resolution;

negotiations;

NS kL=

post-conflict syndrome.

Conflict prevention — activities to create and strengthen such living conditions in which the possi-
bility of conflicts is excluded (Abuzyarova, 2017).

In order to study intra-organizational conflicts, let us consider their typology:

Vertical conflict. This type of contradiction is associated with the levels of management in the
organization, i.e., it’s a problem that arises between departments that are not equal in position, where one
is subordinate to the other.

Horizontal conflict. This is a type of conflict in which non-subordinate employees or departments
are involved. For example, these can be divisions that perform the same functions, which are subordinate
to a higher division, but lead different sections.

Linear-functional conflict. This contradiction arises between line managers or specialists who
are approximately in the same positions, that is, in essence, this is a horizontal type of conflict, but the
peculiarity lies in the fact that the resolution of this conflict is focused on improving relations between
the conflicting parties.

Role conflict. This type of conflict is associated with the employee’s understanding of the ambigu-
ity of the role assigned to him or her. That is, if an employee is entrusted with a greater amount of work,
he or she may perceive this as a desire of management to get rid of them, and not as the fact that they see
the employee as a promising professional and load them up in order to advance them on the career ladder
in the near future.

Conlflict resolution technologies — methods and resources helpful to the elimination of disputes.
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Technologies for preventing an emerging conflict focus on eliminating disputes and their future
consequences, that is, their task is precisely to prevent conflict, and to resolve it at the pre-conflict stage.
The psychological aspect of the personnel is of great importance today.

Competent leaders will use the following technologies to prevent possible conflict:

Prescribing the basic elements of corporate culture in local acts of the organization and applying
them in practice. The use of a dress code, the universalization of workplaces, and adherence to common
goals will undoubtedly reduce conflict risks, as the level of both discipline and self-discipline increases.
In such conditions, a person will feel like a part of a big deal, the differences between people will be
minimal, that is, there will be no basis for conflict as such.

Introduction of the department for the selection and support of employees or a specialist in per-
sonnel adaptation to the organization. First of all, the work of these staff units will make it possible to
select not only qualified professionals, but also less conflicted people. Also, this concept is especially
relevant for newly hired employees who need to join the organization. It should be said that many public
and private institutions have a mentoring institute, which allows newcomers to adapt to all processes of
the organization’s functioning.

Delimitation of the workspace. Too many people should not be put in one office, no matter how
large the room is. A larger number of employees in one room will be accompanied, first, by a decrease in
efficiency, and, second, by an increase in conflict.

Elaboration of a disciplinary action system. Here we are talking about the analysis of the rewards
and penalties methods used in the organization. After researching these methods, you need to understand
what can be refused or added. First of all, it would make sense to prescribe in more detail the cases of the
disciplinary sanctions application (reprimand, severe reprimand, dismissal and etc.) both in the general
local acts of the organization and in the job descriptions of employees. Next, you need to study the incen-
tive system, which is also advisable to bring on line for each staff unit.

One of the most advanced conflict prevention technologies in an organization is the use of the
psychologist services, either in-house or outsourced. Western countries increasingly resort to using the
services of a remote psychologist, who is always in touch and ready to help an employee at any time.

If the pre-conflict stage has turned into a conflict stage, then, in addition to the technologies dis-
cussed above, it is necessary to be guided by the following:

Operative manager’s intervention in a conflict contradiction, since the conflict can go beyond the
organization and, first, lead to the participation of supervising state institutions in this issue, and second-
ly, damage the reputation of the organization.

Taking measures to eliminate or remove the causes of the conflict. Even if the cause of the conflict
is the employee him or herself, then the head or responsible department needs to work out the issue of
minimizing the employee’s influence on the rest of the team. Here the employee may be transferred to
another position in another department or registered for remote work.

Reducing psychological tension. For example, you could organize a joint event that can eliminate
disagreements between people. However, of course, it should be kept in mind that corporate events could
either eliminate or aggravate the conflict.

Taking into account the employees’ interests and suggestions on various issues. Undoubtedly, the
impact of staff will be maximized when their views are taken into account. Various discussions of problems
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and proposals for their solution will allow the team to get closer. At the same time, as practice shows, man-
agers make mistakes when using the above technologies.

First, many managers try to resolve an arisen dispute without analyzing the problem. Basically, this
is natural, since the management is interested in the prompt resolution of the issue, they pay less attention
to diagnostics than they should. This position is incorrect from the point of view that for a final and con-
structive resolution of the conflict, it is necessary to conduct a full analysis, to find out the motives of the
conflicting parties, their goals and objectives.

Second, some leaders simply freeze the conflict. On the one hand, this concept is sometimes appro-
priate, as it allows opposing parties to cool down. On the other hand, the root of the conflict is not eradicated
and can lead to greater escalation in the future.

Third, managers can delay the problem’s resolution. Intergroup conflicts can often turn into in-
terpersonal and intrapersonal conflicts over time. If exhaustive measures are not taken in time, even very
successful methods of resolving intra-organizational conflicts will not help to resolve other contradictions
that have arisen on their basis.

Fourth, shifting the responsibility for resolving the problem onto others. In order to save their own
time, managers either use the services of a mediator or delegate authority to resolve the conflict to another
employee of the organization. It should be noted here that very often only the leader can resolve the contra-
diction that has arisen. There is also no guarantee that the appointed mediator will be interested in resolving
the controversy. It is far from a fact that he will be able to carry out high-quality diagnostics of problems
and offer a constructive solution.

Finally, the generalization of the conflict. The essence of this leader’s mistake boils down to the fact
that if you do not start taking action in time, in the end, the conflicting parties can attract more significant

parties as allies, and in this case the manager will no longer be able to resolve the problem on his own.

DISCUSSION

Modern conflict resolution technologies are focused on the constructive participation of all par-
ties to the conflict. At the same time, managers’ actions play a certain role, as they are endowed with
exclusive functions for managing conflicts within their department and are personally responsible for the
situation in the team.

Of course, it is necessary to apply preventive methods to prevent contradictions. If nevertheless
the conflict emerged for whatever reason — either the contradiction was implicit, or this issue was not
given due attention — it is necessary to be guided by slightly different methods. In any case, the resolution
of intra-organizational conflicts in a team should be focused on the psychological aspect of employees. It

is necessary to work with each employee, paying attention to his or her needs and interests.

CONCLUSION

This article examined the main modern methods for preventing and resolving conflicts, used in
many organizations. The theoretical aspects of intra-organizational conflicts, including the cause of the
conflict, its structure and typology were considered. The article also focused on the typical managers’

mistakes when resolving conflicts.
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COBpeMeHHI)Ie BHYTPUOPTraHU3AIIMOHHBIEC TEXHOJOTMHU pa3peliCcHUs KOH(l)J'[I/IKTOB

Jdy0nenkoBa CBetsiana, AHomuH Koncrantun, CoxonoBckass Upuna

@I'FOY BO «Poccutickuii 2ocydapcmeeHnbill coyuanvhblll yrugepcumemy, Mockea, Poccus

AHHOTAL WA

IIpo6iemsl u conep:kaHue uccjaeqoBanusi. Ha cerofHsmHui AeHb HE CYIIECTBYET HU OJHOM OpraHHM3alliH, B
KOTOpOH OBl HE MPONCXOMUIN KOHGIIUKTEL TeKylue peannu He MO3BOJIIOT NPEINPHUSITHSIM HaXOIUTHCS B 30HE KOM(opTa
U HEe UMETh BHYTPEHHHX NPETKHOBEHHH, B MMPOTHBHOM Cilydae, yupeXIeHue OaHaIbHO HEe BBDKHMBET. B crarbe mier peus
HE TOJILKO O MO3WTHBHOM 3HAUCHHWH KOH(IINKTA, HO TAKXXE aHAIN3UPYIOTCS M HETAaTUBHBIC TO3UINN KOH(IIUKTA, C YIIOPOM
Ha COBPEMEHHBIE TEXHOJIOTHH, [TO3BOJISIOIIIE B OJHUX CIIy4asX HUBEIMPOBATh KOH(IMKTHBIE IPOTHBOPEUUs, B APYTUX UX
MOJTHOCTBIO M30€raTh, KOI/ia MIMEIOTCS 3a9aTKH UX Ha3pEBaHMA.

Lenblo cTarhy SBISETCS aHAIM3 COBPEMEHHBIX BHYTPHOPTaHU3AIMOHHBIX TEXHOJIOTHI pa3pelieHuss KOHQIUKTOB.

OOBEKT UCCIIETOBAaHNS — COBPEMEHHBIE TEXHOIOTUHN pa3pemieHuss KOH(INKTOB.

CymiecTByeT OBOJIBHO MHOTO BHJIOB BHYTPHOPTaHU3ALMOHHBIX KOH(JIMKTOB, HO HAMH PacCMaTpPHBAIOTCS UMEHHO
MIPOTHUBOPEYHS], BO3HUKAIOIINE B KOJJIEKTUBAX. B cTarbe mpoaHalIn3MpOBaHbl TEXHOJIOTUH Pa3penIeHHsI KOH(INKTOB B JBYX
MPOEKIMUSX: B pa3pellieHNH BO3HUKIIETO KOH(MIIUKTA U B €T0 MPEJOTBPALCHUH.

MeTtoapbl uccaeI0BaHUSA.

B kauecTBe METOJIOB MCCIIEI0BAHMS OBUTH UCIIOIB30BAHbI CIIEAYOLIHE:

- TECOPETHUYECKUH aHAIN3 HAYYHBIX HCTOYHHKOB,;

- aHaNM3 3apyOeIKHBIX METO/IMK pa3pelieHus: KOH(INKTOB.

CoBpeMeHHbIE TEXHOJIIOTHH Pa3pelIeHUs] KOH(INKTOB OPHEHTHPOBAaHBI Ha KOHCTPYKTHBHOE yYacTHE BCEX CTOPOH
koHmukTa. [Tpu 3TOM, ONIpe/ieNIeHHY 0 POJIb UTPAOT ICHCTBUS PYKOBOIUTENEH, TOCKOIBKY OHU Ha/I€IEHBI HCKITIOUNTEIIbHBIMU
(GYHKIMSAME 110 YIPaBICHNIO KOH(GIMKTAMH BHYTPH CBOETO ITOJPA3/CICHUS W HECYT NMEPCOHAIBHYIO OTBETCTBEHHOCTH 3a
00CTaHOBKY B KOJJIEKTUBE.

besycnoBHO, A7 peoTBpaIieHNs IPOTHBOPEIHI HEOOXOANMO IPUMEHATH MIPEAYNPEXKAAtoIe MeTobl. B ciyyae,
ecyii KOHQIIUKT BCE-TaKK 00pa30BaJICs 1O Pa3HBIM NMPUYHMHAM: JIMOO MPOTUBOPEYHE OBUIO HESBHBIM, JINOO 3TOMY BOIIPOCY
HE yAEAIOCH JOIDKHOTO BHUMAaHUS — HEOOXOJMMO PYyKOBOJICTBOBATHCS HHBIMHU METOAMKaMu. B moboM cirydae, paspemenne
BHYTPUOPTaHU3aI[IOHHBIX KOH(JIMKTOB B KOJUIEKTHBE JODKHO OBITH OPHEHTHPOBAHO Ha IICHXOJOTMYECKHH acIeKT
coTpynHHUKOB. To €cTh HEOOXOANMO MPOBOANUTH PAOOTY € KaXKABIM COTPYJHHKOM, YICHATh BHIMAaHHE €r0 MOTPEOHOCTIM U
MHTEpEecaM.

3akmioueHune

B naHHOI cTarhe n3y4eHbl OCHOBHBIE COBPEMEHHBIE METOABI [0 PEIYIPEKICHUI0 KOH(INKTOB U X pa3pelIeHHIO,
MIPUMEHAEMbIE BO MHOTUX OpPTaHHU3aIMsIX. PacCMOTPEHBI TEOPETHUECKUE aCTIEKTHl BHY TPHOPTaHN3aIMOHHBIX KOH(IINKTOB, B
TOM YHCIIe TUHAMHKA KOH(JIMKTA, €0 CTPYKTypa, U UX TUHOJNOTHs. Takxke COCTaBISIONIEH CTaThH SBISIETCS OPUCHTANUS Ha
TUIWYHBIE OMNOKH PyKOBOJHUTEINICH MPU pa3peIieHNH KOH(IIUKTOB.

KoaroueBbie cioBa: BHYTPHOPraHU3aLMOHHBIN KOH(MIUKT, KOH(IMKT B KOJUIEKTHBE, TEXHOJOTHMH pPa3pelIeHUs

KOH(JIMKTOB, yIIpaBICHUYECKOE BO3CHCTBHE, MEIHAITHSL.
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