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The article is devoted to substantiating the need to reduce the level of conflict in modern companies to ensure
an effective organizational culture. The essence of conflict as a social phenomenon is analyzed. The main precon-
ditions for conflicts in companies are considered. The relationship between the level of conflict in the company and
the level of its organizational culture has been studied. Theoretical generalization of methods for reducing the level
of conflict is carried out. The role of the leader in reducing the level of conflict in the company is substantiated and
the list of necessary actions and skills of the leader in this process is offered. Based on the above methodology, the
level of conflict of the researched small company is determined and the type of its organizational culture is clarified.
The main negative points that are present in the organizational culture of the company are highlighted. A list of mea-
sures to reduce the level of conflict is proposed. A forecast on the results of the implementation of the developed
program to reduce the level of conflict in the studied company is performed.
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CrarTa npuceayeHa obrpyHTyBaHHIO HEOOXiAHOCTI 3HWKEHHS PIBHA KOHTIKTHOCTI B CyYacHUX KOMMaHiax ans
3ab6e3neyeHHs eheKTUBHOI OpraHi3ayiiHoi KynbTypu. CbOrogHi He BUKIMKAE CYMHIBY B BaX/IMBOCTI €(DEKTVBHOIO
ynpaBniHHS nepcoHanomM. OfHMM i3 eNleMEHTIB i0ro 3abesneyeHHs € hopMyBaHHsA eq)eKTUBHOI OpraHizauiiHoi Ky ib-
Typu. Ha piBeHb opraHisauiiHoi KyibTypy KOMNaHii BnimBae 6arato hakTtopis, B TOMY YMCHI Ii piBEHb KOH(PAIKTHOCTI.
[ns oTpUMaHHA BMCOKOTO PiBHA OpraHi3auiiHoi KynbTypy HeobXigHO 3a6e3neUnTn H13bKNii piBeHb KOHMPMIKTHOCTI.
Y pocnigpxeHHi npoaHanizoBaHO CyTHICTb KOH(PAIKTY SIK CouiasibHOro doeHoMeHy. 3anponoHoBaHO BU3HAYaTh KOH-
(hAIKT K 3ITKHEHHS MPOTUIEXHO CNPSIMOBAHWX, HECYMICHUX OfHA 3 OAHO TEHAEHL Y CBiOMOCTi OKPEMO B3SATOro
iHAMBIAA, Y MDKOCOBUCTICHUX B3aEMOZisAX iHAMBIAIB, a0 rpyn ntogaeid, siki NoB'A3aHi 3 roCTPUMU HEraTUBHUMM EMOLLi-
AMU, NEPEXNBAHHAMMN PO3MNSHYTO OCHOBHI NepeyMOoBU BUHUKHEHHSA KOHMNIKTIB Y KOMNaHisX. JocnigkeHo 38’30k
MK piBHEM KOH(MIKTHOCTI B KOMNAHii Ta piBHEM Ti OpraHi3auiiiHOT KynbTypu. Bu3HayeHo, WO BUCOKMIA piBEHb KOH-
doNiKTHOCTI NPU3BOAUTL A0 MOTiPLIEHHS OpraHi3auiiHoi KynbTypy B koMnaHii. [poBeAeHo TEOpETUYHE Y3araslbHEHHS
METO/AIB 3HWKEHHS PiBHSA KOH(MIKTHOCTI. Cepef, HUX BU3HAYEHO [Bi PYNu METOAIB: CTPYKTYPHI Ta MiXXOCOOWCTICHI.
O6I'pyHTOBaHO porb Miflepa y 3HWKEHHI PiBHS KOHGTIKTHOCTI B KOMMaHii Ta 3anponoHOBaHO nepenik HeoobxXigHKX Al
Ta HaBUKiB figepa y uboMy npoueci. Cepef, HAX MOXHa BUAINUTY Taki, SKi BMIHHS ClyxaTu, akLeHTYBaHHS yBaru Ha
npeaMeTi KOH(NIKTY Ta HaMaraHHs 06’eAHATK BCiX Y4aCHWKIB KOHAAIKTY 4115 A0ro BupileHHs. Ha ocHOBI HaBeaeHOT
METOAMKMN [OCNIIKEHO PiBEHb KOH(MIKTHOCTI AOCNIAKYBaHOT HEBENMKOT KOMMaHIT Ta BUSABNEHO, LU0 BiH 3HAXOAUTLCA
Ha BMCOKOMY piBHI. TakoX 3'iCOBaHO TUN 1i opraHi3auiiHoi Ky/ibTypu. BUOKpeMIEHO OCHOBHI HEraTMBHI MOMEHTH,
AKI NPUCYTHI B opraHisauiliHiin KynsTypi KomnaHii. 018 3MeHLEeHHS HeraTMBHUX acnekTiB 3anpornoHOBaHO nepenik
3aX0fiB OO 3HWKEHHSA PiBHA KOHNIKTHOCTI. 3p06/1€HO NPOrHO3 LLOA0 pe3ynbTaTiB 3anpoBaKeHHs po3po6ieHoi
Mporpamu LLOAO 3HKEHHS PiBHA KOH(OMIKTHOCTI B AOCiIKYBaHili KOMMaHil.

Knto4yoBi crnoBa: KOH(/IKT, opraHizauiiiHa Kynstypa, nigep, piBeHb KOHGNIKTHOCTI, METOAN 3HWKEHHS KOH(PAIKTHOCTI.

CraTbsl NOCBSLLEHa 060CHOBAHUID HEOBXOAMMOCTN CHUXEHUS YPOBHS KOH(IMKTHOCTU B COBPEMEHHBIX KOM-
naHuax Ans obecneyeHns agpeKTUBHO OpraHn3aLMOHHOI KybTypbl. MpoaHann3npoBaHa CyLLHOCTb KOHGMKTa
KaK coUuanbHOro oeHoMeHa. PaccMOTpeHbl OCHOBHbIE MPEANOCHINKA BO3HUKHOBEHMSI KOHCO/IMKTOB B KOMMAHMUSIX.
VccnenoBaHa CBS3b MEXY YPOBHEM KOHR/IMKTHOCTM B KOMMAHUM 1 YPOBHEM €€ OpraHM3aLMOHHO KynbTypsbl. Mpo-
BefieHO TeopeTnyeckoe 0606LLEeHNe METOA0B CHKEHNS YPOBHS! KOHGDIMKTHOCTW. OB0CHOBaHA posib Maepa B CHU-
YEHUWU YPOBHS KOH(D/IMKTHOCTY B KOMMAHUN 1 NPEAJIOKEH NepedeHb HeoBX0aUMbIX AeiiCTBUN U HABLIKOB naepa B
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3TOM npouecce. Ha ocHoBe NpuBEAEHHON METOAVKN ONpeaeneH YPoBeHb KOHQ/IMKTHOCT Uccneayemoin Hebosb-
LUOI KOMMaHWM 1 BbISICHEHO TWUM €€ OpraHW3aLMOHHON KyNbTYpbl. BblAeneHbl OCHOBHbIE HEraTUBHbIE MOMEHTLI, KO-
TOpble NPUCYTCTBYIOT B OpraHM3aLMOHHO Ky/ibType koMnaHuu. MpeanoxeH nepeyeHb MEPONPUSITUIA NO CHMKEHWIO
YPOBHS KOH(hMKTHOCTW. CAenaH NporHo3 OTHOCMTENIbHO Pe3y/bTaToB BHeAPEHUs: pa3paboTaHHOR NporpaMmbl Mo
CHWXKEHUIO YPOBHS KOHCOIMKTHOCTU B UCCNEAYEeMOi KOMNaHNK.

KntoueBble cnoBa: KOHQ/IMKT, OpraHn3aumoHHast KynisTypa, ngep, YpoBeHb KOHIMKTHOCTW, METOAbI CHUXEHMS

KOH(IMKTHOCTMW.

Problem statement. Personnel manage-
ment is a complex, purposeful impact on the
team in order to ensure optimal conditions for
the creative, proactive, conscious work of its
individual employees, aimed at achieving the
goals of the company. In the conditions of the
formation of a market economy, the issues of
practical application of modern forms of per-
sonnel management, which make it possible to
increase the socio-economic efficiency of any
enterprise, acquire particular importance. Today,
special attention is paid to raising the level of
organizational culture as an important element
of the personnel management in each com-
pany. The organizational culture concentrates
the policy and ideology of the organization, the
system of its priorities, the criteria of motivation
and distribution of power, the characteristics of
social values and norms of behavior. Elements
of organizational culture are a reference point
in the management of the organization of man-
agement decisions, establishing control over the
behavior and relationships of employees in the
process of assessing industrial, economic and
social situations [1]. One of the aspects of ensur-
ing a high level of organizational culture in the
company is the management of conflicts. During
business activities employees often encounter
situations that cause certain conflicts. However,
it is very important to understand that conflicts
could and should be managed. This will either
completely resolve conflict situations or at least
reduce the level of conflict in the company. Thus,
it is necessary to research and develop meas-
ures to reduce the level of conflict in companies
to ensure a high level of organizational culture

Analysis of recent research and publica-
tions. Theoretical and scientific-methodological
aspects of organizational culture are reflected
in the works of such domestic and foreign scho-
lars as A. Brown, A. Melnyk, G. Zakharchin,
I. Parfenova, O. Kharchyshyna, T. Sazonova,
I. Shul'zhenko, E. Schein and others. In most
studies, organizational culture is considered
through its functions. The most common among
the functions of organizational culture it is possi-
ble to identify these: integrational, motivational,
regulative, adaptive, protective. Additional or

specific functions include such functions as: cog-
nitive-informational, communicative, qualitative,
educational and developmental, consumer-ori-
ented function, regulation of partnerships, adap-
tation to society's needs, etc. [2]. Among other
functions, some researchers single out the func-
tion of reducing conflicts among the functions of
organizational culture. Also, aspects of conflict
management during the improvement of organi-
zational culture are given considerable attention
in the works of such authors as T. Sazonova,
V. Khavroniuk [4], V. Sarafannikov, S. Sobakar
[6], M. Honchar, Yu. Bilyk [5], I. Shul'zhenko
[4; 6], and others. They emphasize that in order
to ensure the effectiveness of the company in the
context of its organizational culture, itis necessary
to take measures to manage conflicts and reduce
stress among employees of the organization. In
their works they analyze the causes of conflicts,
the mechanisms of their occurrence, investigate
the impact of organizational culture on the conflict
management system, investigate the factors of
increasing the resilience of employees. But at the
same time, they didn’t suggest practical recom-
mendations for reduction the conflict level in the
companies. Based on existing publications, it can
be concluded that the management of companies
is still a completely unresolved issue of reducing
the level of conflict in the context of improving
organizational culture.

Formulation of the goals of the article. The
purpose of the article is to investigate the scien-
tific provisions and develop practical recommen-
dations for reducing the conflict level in order to
organizational culture improvement.

The main research material. Conflict is a com-
plex social phenomenon characterized by many
parameters. The most important of them: the sub-
ject of the conflict, its object, subjects, conflict situ-
ation, incident, structure. An important characteris-
tic of the conflict is also its dynamics. Since conflict
as a process is often repeated, knowledge of this
conflict area will help to timely contain and resolve
the conflict at a certain stage of its development.
This is especially important in the managing the
organizational culture in the company.

Modern theory and practice of conflict studies
show that in real life people often perceive and
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evaluate certain events differently, and this often
leads to controversial situations. If the situation
that arises poses a threat to achieve the goal of
even one of the participants in the interaction,
then a conflict arises. To clarify the essence of the
conflict, it is important to identify its main features,
to formulate the conditions of its occurrence.
Conflict always arises on the basis of opposing
motives and judgments, which can be consid-
ered a necessary condition for conflict. Conflict is
always characterized by the confrontation of the
subjects of social interaction, which is manifested
through the infliction of mutual damage (moral,
material, physical, psychological, etc.).

There are a lot of definitions of the conflicts.
Let's consider some of them in details. In [7]
M. Prymush considers the conflict as the relation-
ship between the subjects of social interaction,
which is characterized by their confrontation on
the basis of opposing motives (needs, interests,
goals, ideals, beliefs) or thoughts (thoughts,
views, assessments, etc.). American sociolo-
gist L. Cozer [8] defined conflict as a struggle
for values and claims to a certain status, power,
resources, the purpose of which is to neutralize,
destroy the opponent or harm him. F. Borodkin
and N. Korjak in [9] define conflict as a clash of
oppositely directed goals, interests, positions,
opinions or views of two or more people. In this
definition, the emphasis is on differences in the
form of goals, interests, and the question of
methods for resolving them is not disclosed.

Thus, agreeing with all the above defini-
tions, conflict is a clash of oppositely directed,
incompatible trends in the minds of an individ-
ual, in interpersonal interactions of individuals or
groups of people associated with acute negative
emotions, experiences.

It should be noted that the essence of the
conflict has aroused the interest of scientists for
a long time. However, different scientists have
seen the nature of this phenomenon differently.
In this case, proponents of the school of "human
relations" believed that conflict is evil and should
be avoided. Determining the possibility of contra-
dictions between the goals of the individual and
the organization, between the linear and func-
tional links, between the powers and capabilities
of officials, etc., they considered the conflict as
a sign of ineffective activities of the organization
and management system. Thus, in their opinion,
conflicts do not arise if the organization has a
good relationship between its members. Modern
views on the nature of conflicts are that even
with effective management in organizations,
some conflicts are not only possible but even

desirable. Of course, conflict is not always pos-
itive. In some cases, it can interfere with meet-
ing the needs of the individual and even achieve
the goals of the organization. However, in many
cases, the conflict helps to identify diversity of
views, provides additional information, helps to
identify alternative solutions to problems. This
makes the group decision-making process more
efficient and gives people the opportunity to sat-
isfy their own problems in respect and in power.
It can also lead to more effective implementation
of plans, strategies and projects, increasing the
level of organizational structure.

Since organizational culture is a system of
norms, values, rituals, rules, which govern the
activities of company’s staff, and the conflict
arises, including due to contradictions with these
elements of organizational culture, there is a need
for detailed study of these aspects to ensure con-
flict and improving organizational culture.

There are different ways to reduction conflict
level in a company. The main ways to resolve
conflicts are structural and interpersonal meth-
ods (Figure 1). Structural methods of conflict
resolution include: clarification of labor require-
ments, coordination and integration mecha-
nisms, overall organizational goals, the structure
of the reward system. Interpersonal methods of
conflict resolution include: avoidance, smooth-
ing, coercion, compromise, problem solving.

The leader plays an important role in resolv-
ing conflict situations in the company. First of all,
it is necessary to realistically assess and ana-
lyze the conflict situation, which means that the
leader must:

(1) distinguish the direct motive of the conflict
from its cause, which is often hidden by the par-
ticipants in the conflict situation;

(2) understand the subjective motives for
people to enter a conflict situation. To do this, it
is needed to know the life path of workers, espe-
cially at the last time, their views and beliefs,
interests;

(3) determine the direction of specific actions
of the parties in the conflict situation. These
actions reflect the motives of human participa-
tion in a conflict situation;

(4) determine the objective area of the con-
flict. Here it is needed to identify the subject
of the contradiction concerns the technology
of production, the system of organization and
remuneration of labor, the features of business
and personal relationships of conflicting per-
sons. This will allow to simultaneously establish
the nature of interpersonal conflict and partially
localize its scope.
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Methods of the conflict level
reduction

Structural

clarification of labor requirements

coordination and integration
mechanisms

overall organizational goals

the structure of the reward system

Interpersonal

avoidance

smoothing

coercion

compromise

compromise

Figure 1. Methods of the conflict level reduction
Source: [10]

In order to obtain an objective and compre-
hensive assessment of the situation, it is desir-
able: to listen impartially to all participants in the
conflict situation, without drawing premature
conclusions; focus on the subject of the con-
flict situation and its initiators; bring together the
participants in the conflict situation and lose the
conflict process, while intervening or not interfer-
ing in it depending on the results [11].

Timely diagnosis of interpersonal conflicts is
important both for their prevention and for con-
structive resolution. In order to prevent destruc-
tive conflicts between employees, it is necessary
to know the nature of relationships in the team,
to have information about trends in their deve-
lopment, to see employees who have difficulty
communicating with colleagues, to help them
build relationships.

Diagnosis of interpersonal conflicts in the
group can be conducted using modular methods
[12, p. 167-176]. It allows to collect a significant
amount of information. The technique allows to
identify the absolute and relative number of con-
flict interactions (dyads). Due to this technique,
a conflict is a dyad of respondents who are in a
state of real conflict, i.e. when opponents oppose
each other and experience negative emotions
towards each other. If each of them simply has a
negative attitude towards the other, it may indi-
cate not only the conflict, but also the pre-con-
flict situation in their relationship. In addition, the
employee may treat his colleague negatively, but
the latter will not consider his attitude as such, he

may believe that this member of the group treats
him well. The opposite phenomenon may occur:
a positive attitude will be assessed as negative.

The index of conflict (C) in the group is deter-

mined by the formula:
o > (MO+OM)
nx(n—1)
where n is number of group (company) mem-
bers;

MO is assessment by specified person who
filled his attitude to the person indicated in the
list under number i as negative;

OM is assessment of the specified respond-
ents, the attitude to him by the j-th person in the
list as negative.

The value of this indicator should be minimal
for the determining the level of conflict in the
company as low.

A study of a small company with 18 employ-
ees found that the index of conflict is almost 0.7.
This indicates a very high level of conflict in the
company. Analysis of employees' answers to the
questions using tests developed for this study,
as well as using the above methodology allowed
to determine that the biggest problem in the
company is a negative attitude towards the head
of the company and his attitude to staff.

Together with the index of conflict it was deter-
mination type of the organizational culture in this
company. For this the, the generally accepted
in classical Western management typology of
cultures proposed by J. Sonnenfeld and B. Agle
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[13]. Due to it the four types of organizational
structure can be identified:

(1) "Academy Culture" is defined when
employees have their own specialization, in
which they improve their skills and develop their
personality due to the conditions created by the
organization.

(2) "Baseball Team Culture" occurs in a situ-
ation where risky decisions are made, a direct
connection with the external environment is real-
ized, business decisions are made very quickly,
and at the same time employees change quickly.

(3) "Club Culture" characterized by loyalty,
devotion and diligence, teamwork. Employees,
coming young, work long hours and gradually
move up the career ladder.

(4) "Fortress Culture" occurs in risky situa-
tions when the organization faces the problem
of survival. There is no guarantee of permanent
work and opportunities for professional growth,
at the same time the confidence of employees in
their abilities is formed.

According to J. Sonnenfeld's classification,
the organizational culture in the studied com-
pany belongs to the type of "club culture”, as
career perspectives can only be received by
employees of the company, and career growth is
very slow and gradual.

Summing up, it is possible to say that the
company has a strong enough organizational
culture, but even it has enough negative aspects
that significantly increase the level of conflict in
the team. And the presence of conflicts in the
team significantly reduces the cohesion in the
company.

The following negative moments are observed
in the researched company:

(1) in the organization there is a focus only on
the result. On the one hand, this is not bad, but in
the pursuit of profit, management forgets about
the human factor — the personnel. This leads
to inconsistency with the strategic goals of the
company, because the main its goal is develop-
ment, and to achieve it impossible without some
investment in staff;

(2) rules and regulations are imposed by
management without the consent of the staff.
They are primarily aimed at discipline and con-
centration of employees only at work;

(3) the presence of a large number of rituals
that are more formal in nature, and do not aim to
strengthen the corporate spirit and maintain the
corporate culture of the organization;

(4) the hierarchy of values accepted in the
company is adapted to the economic conditions
of Europe and has nothing to do with the Ukrain-

ian reality. Hence the discrepancy between the
interests of employees and the rules and regula-
tions developed by management.

Based on the given results, to decrease the
level of conflict for improving the organizational
culture, it is proposed to introduce the following
measures [14]:

(1) The cancelling the rules of the working
day, according to which employees are prohib-
ited from any interpersonal contact, except for
working hours. This will allow colleagues to know
each other better, to show teamwork skills, that
is, work behavior will become clearer and, as a
result, the approach to a specific employee will
be understandable.

(2) Leadership should be allowed to develop
their traditions and norms in the team without
imposing them against their will. Performing
common rituals will increase team cohesion. The
lack of enforcement of certain rules will increase
the independence of the team.

(3) Training the chief. The analysis of the level
of conflict in the company shown a negative atti-
tude of the staff towards the manager was found,
as well as a negative attitude towards subordi-
nates. In fact, the manager should not get out of
the conflict, he should try to prevent, and if it is
impossible to prevent, intervene to successfully
manage and resolve such situations.

(4) Creation of a working team by influenc-
ing the personality of the leader. In most cases,
these teams are staffed with research, product
manufacturing, sales, customer service, and
most of the work that adds value to the product.

(5) Implementation of a "code of conduct” in con-
flict to achieve rational behavior in the organization.

The implementation of these measures in the
studied company will have a number of positive
results: formation of understanding and aware-
ness of the general company's goals and objec-
tives and their relationship with the personal
employees' goals and objectives; improving the
psychological climate, increasing efficiency and
discipline, as well as strengthening employee
loyalty; identifying and resolving the existing
interpersonal conflict situations, improving of
personal relationships between employees;
improving the authority of the head of the com-
pany; change of behavioral styles in conflict sit-
uations of employees to more constructive ones;
application of skills acquired during the training
in practice.

Conclusions. The management of modern
companies needs to focus on conflict manage-
ment. But along with this, the issues of organiza-
tional culture are also very important. The com-
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pany should find an individual approach to each
member of the team. This can reduce the level
of conflict in the company and to improve the
organizational culture. The personnel of modern
companies work in rather unstable conditions,
there is a high risk of job loss, and job satisfac-

tion is not always achieved due to low wages,
the organizations have a fairly high level of con-
flict. To reduce it, the company should implement
the measures to improve the leader skills in the
conflict resolution and to increase the group
cohesion in the company.
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