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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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Стаття присвячена обґрунтуванню необхідності зниження рівня конфліктності в сучасних компаніях для 
забезпечення ефективної організаційної культури. Сьогодні не викликає сумніву в важливості ефективного 
управління персоналом. Одним із елементів його забезпечення є формування ефективної організаційної куль-
тури. На рівень організаційної культури компанії впливає багато факторів, в тому числі й рівень конфліктності. 
Для отримання високого рівня організаційної культури необхідно забезпечити низький рівень конфліктності.  
У дослідженні проаналізовано сутність конфлікту як соціального феномену. Запропоновано визначати кон-
флікт як зіткнення протилежно спрямованих, несумісних одна з одною тенденцій у свідомості окремо взятого 
індивіда, у міжособистісних взаємодіях індивідів, або груп людей, які пов'язані з гострими негативними емоці-
ями, переживаннями Розглянуто основні передумови виникнення конфліктів у компаніях. Досліджено зв’язок 
між рівнем конфліктності в компанії та рівнем її організаційної культури. Визначено, що високий рівень кон-
фліктності призводить до погіршення організаційної культури в компанії. Проведено теоретичне узагальнення 
методів зниження рівня конфліктності. Серед них визначено дві групи методів: структурні та міжособистісні. 
Обґрунтовано роль лідера у зниженні рівня конфліктності в компанії та запропоновано перелік необхідних дій 
та навиків лідера у цьому процесі. Серед них можна виділити такі, які вміння слухати, акцентування уваги на 
предметі конфлікту та намагання об’єднати всіх учасників конфлікту для його вирішення. На основі наведеної 
методики досліджено рівень конфліктності досліджуваної невеликої компанії та виявлено, що він знаходиться 
на високому рівні. Також з’ясовано тип її організаційної культури. Виокремлено основні негативні моменти, 
які присутні в організаційній культурі компанії. Для зменшення негативних аспектів запропоновано перелік 
заходів щодо зниження рівня конфліктності. Зроблено прогноз щодо результатів запровадження розробленої 
програми щодо зниження рівня конфліктності в досліджуваній компанії.

Ключові слова: конфлікт, організаційна культура, лідер, рівень конфліктності, методи зниження конфліктності.

Статья посвящена обоснованию необходимости снижения уровня конфликтности в современных ком-
паниях для обеспечения эффективной организационной культуры. Проанализирована сущность конфликта 
как социального феномена. Рассмотрены основные предпосылки возникновения конфликтов в компаниях. 
Исследована связь между уровнем конфликтности в компании и уровнем ее организационной культуры. Про-
ведено теоретическое обобщение методов снижения уровня конфликтности. Обоснована роль лидера в сни-
жении уровня конфликтности в компании и предложен перечень необходимых действий и навыков лидера в 
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этом процессе. На основе приведенной методики определен уровень конфликтности исследуемой неболь-
шой компании и выяснено тип ее организационной культуры. Выделены основные негативные моменты, ко-
торые присутствуют в организационной культуре компании. Предложен перечень мероприятий по снижению 
уровня конфликтности. Сделан прогноз относительно результатов внедрения разработанной программы по 
снижению уровня конфликтности в исследуемой компании.

Ключевые слова: конфликт, организационная культура, лидер, уровень конфликтности, методы снижения 
конфликтности.

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, it is 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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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:

C=
(MO+OM)

n (n–1)
,i=1

n

�
��� ��

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 i-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 

Methods of the conflict level 
reduction

Structural Interpersonal

coordination and integration 
mechanisms

overall organizational goals

the structure of the reward system

avoidance

smoothing

coercion

compromise

compromise

clarification of labor requirements

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