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For other uses, see Resolution of conflicts (disambiguation). For the resolution of conflicts among the editors of Wikipedia, see Wikipedia: resolution of disputes. Methods and processes involved in facilitating the peaceful conclusion of conflicts and remuneration Part of a OnPsychology series Outline Types History Basic Basic Basic Basic Behavioral
Cognitive Biological Cognitive / Cognitive Comparative Cross-Cultural Cultural Evolutionary Development of Experimental Development Mathematics Neuropsychology Personalized Social Quantitative Applied Psychology Applied Clinic Community Consumer Community Counseling Critical Training Environmental Forensic Health Industrial and
Organizational Psychometry Medical Military Music Safety Health Policy Religion School Sports Listing Disciplines Organizations Methods Psychotherapy Psychotherapies Research Torie Timeline Topics A Psychology PortalVte Alternative Resolution of disputes arbitration conciliation mediation collaborative negotiation law conflict mediation
resolution of the counter Versie Resolution Mediation Lawyer Supported Party-Direct Justice Responsible Resolution VTE Conflict is conceptualized as the methods and processes involved in facilitating the peaceful conclusion of conflict and remuneration. The members of the committed group try to solve group conflicts actively communicating
information on their motivations or contrasting ideologies with the rest of the group (for example, intentions, reasons to hold certain beliefs). And engaging in collective bargaining [1] the resolution dimensions typically parallel the conflict dimensions so conflict is processed. Cognitive resolution is the disputing way to understand and view conflict,
with beliefs, perspectives, agreements and attitudes. Emotional resolution is in the disputing way they feel on a conflict, emotional energy. Behavioral resolution is reflective of how the contenders behave, their behavior. [2] Ultimately, a wide range of methods and procedures to deal with conflict exist, including negotiation, mediation, mediation-
arbitration, [3] Creative diplomacy and peacebuilding. [4] [5] The termination of the term conflicts can also be used interchangeably with the resolution of disputes, in which the arbitration and litigation processes are critically involved. The concept of conflict resolution can be designed to understand the use of nonviolent resistance measures by
conflicting subjects, in an attempt to promote actual resolution. [6] Theories and models There are a plethora of different theories and models linked to the concept of conflict resolution. Some of them are described below. Conflict resolution curve There are many examples of conflict resolution in history, and there has been a debate on ways to
resolve conflicts: if it should be forced or peaceful. Resolution of conflicts with peaceful means is generally perceived as a better choice. The conflict resolution curve derived from an analytical model that offers a peaceful solution motivating conflicting entities. [7] Forced conflict resolution could invoke another conflict in the future. Curve Resolution
of conflicts (CRC) separates conflict styles in two distinct domains: domain of competitors and accommodating entity domain. There is a sort of agreement between objectives and attackers on this curve. Their wicked judgments compared to the bonta of each other are similar to CRC. Thus, the arrival of conflict Entita to some negotiable points on
CRC is important before building peace. CRC does not exist (ie, singular) actually if the aggression of the aggressor is certain. In such circumstances yes Bring to the apocalypse with mutual destruction. [8] The curve explains why the non-violent struggles finally overturned repressive and leading regimes sometimes forced to change the nature of the
government. Furthermore, this methodology has been applied to capture conflict styles on the Korean peninsula and the dynamics of processes. [9] Double concern model The double concern of conflict resolution is a conceptual perspective that presupposes the preferred method of the people facing the conflict is based on two themes or sizes below:
concern for sA © (assertivities) and Concern for others (empathy). [1] According to the model, group members balance their concern to satisfy personal needs and interests with their concern to meet the needs and interests of others in different ways. The intersection of these two dimensions eventually leads individuals to exhibit different styles of
conflict resolution. [10] Double model identifies five styles or conflict resolution strategies that individuals can use according to their provisions towards pro-auto or pro-social objectives. Style of avoidance conflict characterized by a joke, changing or avoiding the subject, or even denying that a problem exists, a strong dislike to follow the rules that
the style of avoiding conflict is used when an individual has withdrawn in dealing with The other part, when one is uncomfortable with conflict, or due to cultural contexts. [NB 1] During the conflict, these avoid an attitude "wait and see", often allowing phase conflict alone without any personal involvement. [11] By neglecting to face situations at high
dispute conflict, avoid the risks of allowing fester problems or turn control. The conflict style that produces the style of conflict, cediment, "accommodating", polished or suppressed conflict styles are characterized by a high level of concern for others and a low level of concern for themselves. This passive pro-social approach emerges when individuals
derive personal satisfaction to meet the needs of others and have a general concern to maintain stable and positive social relations. [1] In front of the conflict, individuals with a conflict style cedendo tend to harmonize in the needs of others for compliance with the social relationship. [A necessary quote] Competitive conflict style The competitive
style, "fighter" or forcing conflict-style maximizes individual assertiveness (ie concern for sé) and minimizes empathy (ie concern for others). The groups consisting of competitive members generally enjoy the research of the domain with respect to the others, and generally see the conflict as a "victory or loses" the situation [1]. Fighters tend to force
others to accept their personal opinions using competitive power tactics (topics, insults, accusations or even violence) that promote intimidation. [12] Conciliation conflict style Conciliation, "compromise", bargaining or negotiated conflict style is typical of people who own an intermediate level of concern both for personal results and others. The
comprometards of the value equitable and, thus, anticipate the reciprocal donative interactions and take. [11] By accepting some requests put by others, compromises believe that this pleasantness will encourage others to meet them in the way, thus promoting conflict resolution. [13] This style of conflict can be considered an extension of both
"cediment" and "cooperative" strategies. [1] The style of cooperation conflict characterized by an active concern for pro-social and pro-self-auto behavior, cooperation, integration, comparison or style of problem solving conflict conflict is typically used When an individual has high interests in their results and results of others' results. During the
conflict, cooperators collaborate with others in an attempt Find a friendly solution that meets all the parts involved in the conflict. Individuals who use this type of conflict style tend to be both as assertive and highly empathetic. [11] Seeing the conflict as a creative opportunity, collaborators will gladly invest times and resources in finding a "win-win"
solution. [1] According to literature on conflict resolution, a resolution style of cooperative conflicts is recommended above all others. This resolution can be reached by lowering the aggressor guard while increasing the ego. [14] [15] Relational Relational Dialectic relational theory Theory (RDT), introduced by Leslie Baxter and Barbara Matgomery
(1988), [16] Explore the ways in which people in relationships use verbal communication to manage conflicts and contradictions as opposed to psychology. This concept focuses on maintaining a relationship also through contradictions that arise and how relationships are managed through coordinated speaking. RDT assumes that relationships are
composed of opposing trends, continuously change, and tensions arises from intimate relationships. The main concepts of the RDT are: contradictions to the concept is that instead it has the characteristics of its opposite. People can try to be in a relationship, but still need their space. Totality A, the totality arrives when the opposites come together.
Thus, the relationship is balanced with contradictions and only then reaches total process A ¢ including through various social processes. These processes simultaneously continue in a recurrent relationship. Praxis for progress of relationship with experience and both people interact and communicate effectively to satisfy their needs. Praxis is a
concept of evacuation in making decisions in a relationship, despite opposite desires and needs strategy of conflict conflict conflict, by Thomas Schelling, is the trading study during strategic conflicts and behavior than development results of "conflict behavior". This idea is largely based on the theory of games. In "a reorientation of the games theory",
Schelling discusses the ways in which you can redirect the attention of a conflict in order to obtain an advantage over an opponent. The conflict is a competition. Rational behavior, in this context, is a matter of judgment and perception. Strategy makes forecasts using a "rational behavior motivated behavior from a serious calculation of the
advantages, a calculation that in turn is based on a system of explicit and consistent values". Cooperation is always temporary, interest will change. Gandhian conflict resolution technique: Satyagraha Satyagraha is a main base of Gandhian ideology. The word A ¢ SatyagrahaA ¢ Origin from the echa solicitation two Sanskrit SATA-SATA and to
AagrahaA ¢ Strongly literally half-insisting on the truth, preserve the truth or follow the truth. According to Gandhi -Satyagraha is a non-violent struggle against injustice in which non-violence is accepted as a principle by renouncing violence through the mind, the word and with works. Various types of Satyagraha media suggested by Gandhiji
through which anyone can fight against truth and injustice and any type of conflict can be solved. 1. Non-cooperation: - This is a means in which the vast support and trust of the majority is needed so that injustice is prevented from non-cooperation against the opponent or unjust. GandhijiAA ¢ s purpose at the base of this tool is that, cooperation with
good and not cooperation with evil should be done. 2. Strike: - It is that form of non-violence retaliation based on which companies, industries, institutions or organizations are closed for a while in order to protest against unjust policies. 3.BoyCott: -In this, the renunciation of securities, honorable messages, visits to government institutions,
participation in the government ceremony, which go to courts or government schools and voting in protest against government policies come discarded. So that the pressure is put on the government by expressing dissatisfaction against it, so that it can abandon its unjust policies. 4. The pilling: - it is a form of non-cooperation movement used to
exercise economic, social and political pressure. It aims to awaken the Politics and indigenous consciousness among people putting pressure on the government. 5. Demonstration: - Demonstration is also an important method in non-violent methods of conflict resolution. Organize a group of people in protest against the unchanged policies of the rival
government, demonstrating the protest protest It's called a demonstration. 6. Hijrat: - means voluntarily leaving the place or country. Gandhi had said that when the government becomes so unfair and tyrannical that his atrocities cannot be tolerated, then people should leave that place and go elsewhere. 7. Civil disobedience: - Gandhi had considered
the most effective non-violent weapon, which aims to break the immoral rules. This weapon is used for directly, publicly and collectively violating government laws, which are unjust. 8. ATROCITY: - This usually means suffering for the soul. In unjust politics this opponentA ¢ s opponse the opponent does not. In this process, the SatyAgraha process is
performed from the opponent's heart change. 9. Fasting: - According to Gandhi, fasting is the most influential and fruitful tool in the arsenal of non-violence. It has two targets-car purification and retalition against lie and injustice. It is made for appeal to the soul and prudence of the opponent and to awaken his injustice, which motivates the opposite
side of the return on the right way. In this way Gandhi tried to find solutions to problems and political, social and economic controversies, using various Satyagraha means. Satyagraha is a very important contribution of Gandhijia, to political sciences, as well as for society, which is the direct examination of the powerful means from which anyone can
follow his soul and conscience and the fight against truth and The injustice. JAINE Conflict resolution technique: ANEKANTA today, problems such as terrorism, regionalism and linguism have become so rooted that we do not have tolerance to listen to each other, even if we talk peacefully together. Most problems arise due to accepting their words as
wrong right and others. But the Lord Mahavira theory gave us the vision of thinking openly about all problems. It is said that the simultaneous deployment of the powers that seem to be in contradiction with the same object is called aekanta. People often believe that their vision of one to be true and continue to fight others by neglecting other visual
qualities that one thing I am understanding is right and what others are saying is wrong. All problems, malice and rebellion occur only because we see only one aspect of everything, the first one is closer to our selfishness. According to the theory of our point of view it can also be true and other points of view can also be true. It's called Anekanta
Thought that can keep us free from rebellions, quarrels and problems. The word aekanta consists of a combination of two words-to aneka and a door. Means an Auska more than one and a half or nature attributeant. Pleasant to accept a group of many opposing attributes in the object, it is called aekanta. It has three main conclusions on the basis of
which conflict resolution can be done. These &, are - A, A, A, A, A, relativity A - A, A, A, A, A, co-existence A - A, A, A, A, integration 1.relativity & A, A, A, A, A, A, A, is, A, is, according to the Jaina philosophy, there are infinite attributes of an object. But only attribute can be made at a time words, the rest of its attributes cannot be propounded; But
there are also other attributes, but you can't deny it. To understand this non-discrimination it is called relativity. Accept the existence of one you and your thoughts and interests and refusing the existence of the remaining others is a unilateral vision, due to which many differences and conflicts arise. To eradicate this problem, aekanta gave the
principle of relativity, so the impulse is removed and malignity raga is reduced. 2. Co-ExistenceA ¢ Theory A, A, A, A, A, A, A, A, A, A A A A A A A A A A A, Aé¢, says that the object has aspects infinite antagonists and coexist. This is the second Aphorism Anekanta, Co-counterparty. This means that if there is happiness, there is also pain; If there is
also knowledge, there is also ignorance; if there is life, there is not there mashed potato. Therefore it is natural to have anti-couple attributes, in the same way in coexistence of these opposite attributes is also natural. 3. IntegrationA ¢ A, A, philosophy A, A, A, A, A, A, A, A, A, A, A, A, A, is, in jaina, is not considered impossible for opposing aspects
coexist, view Opposites not only were accepted, but there was an attempt to coordinate among those opposite views as well. Coordination means interpretative exposure of thoughts. So, thinking the same object from different points of view is integration or coordination. Let's see that every country has its culture and tradition, and when trying to
impose these traditions and the culture of others, then there will be no problems. In today's perspective, if we see the main cause of the conflict, ITA s a cultural diversity. It is usually seen that we have a feeling of love towards our mother tongue and we do not tolerate the domain of any other language. Through the principle of Aekanta, these
thoughts arise within the person who also accepts the second language equivalent to his mother tongue. Thus, when all cultures are equally appreciated, cultural domination turns to an end. By contributing to building cultural relationships and cultural conflicts eradicate. The resolution of conflicts in peace and conflict studies Definition in the field of
peace studies and conflicts of conflict resolution definition is presented in the book by Peter Wallensteen understanding conflict resolution: [Conflict resolution is] a social situation in Which parties in reinforced conflict in a (voluntarily) agreement will want to live peacefully with AE / or dissolve their basic incompatibilities and from now on to cease to
use weapons against each other. [17] The "conflicting parts" concerned in this definition are formally or informally organized groups engaged in internal conflict or from one state to another. [18] [19] 'Basic incompatibility' refers to a serious disagreement between at least two parts in which their requests cannot be met by the same resources at the
same time. [20] Mechanisms A theory discussed in the field of peace and conflict studies is the conflicting mechanisms of resolution: independent procedures in which the conflicting parts can trust. They can be formal or informal modes with the intention to resolve the conflict. [21] In the understanding resolution of Wallensteen conflicts drawing on
the works of Lewis Coser, Johan Galtung and Thomas Schelling, and presents seven distinct theoretical mechanisms for conflict resolution: [22] a change of priority for one of the conflicting parts. While it is rare that a party fully changes its basic positions, you can view a shift to what the maximum priority is given. In this, new possibility of conflict
resolution may arise. The contested resource is divided. In essence, this means that both conflicting parts have a certain measure of change of priority, which then opens for some form of "meeting the other side to mid-road" agreement. Hanging between conflicting parts. This means that a part gets all his requests satisfied on a matter, while the
other side gets all his requests satisfied on another point. The parties decide to control sharing, and the rule together on the contested resource. It could be permanent, or a temporary agreement for a transition period which, once finished, has led to a transcendence of the conflict. The parties agree to leave control to someone else. In this mechanism
the main parts agree, or accept, that a third party takes control over the contested resource. The parties resort to conflict resolution mechanisms, in particular arbitration or other legal procedures. This means finding a procedure for The conflict through some of the already mentioned five ways, but with the quality he added that it is done through a
process of immediate immediate control of the parts. Some problems can be left for later. The topic of this is that political conditions and popular attitudes can change, change, Some problems can earn to be late, as their meaning can pale over time. HARD AND INTERSTATE Moshe Dayan and Abdullah El Tell you to reach a ceasefire during the 1948
Arab Israeli War in Jerusalem on November 30, 1948 According to the war the definition of Uppsala Data Program conflict conflict database can occur between the parties that dispute incompatibility . The nature of incompatibility can be territorial or governmental, but a war party must be a "government of a state or any opposition organization or
alliance of organizations that use the armed force to promote its position in the incompatibility in a Harvested or an interstate armed conflict ". [23] Wars can conclude with a peace agreement, which is a "formal agreement ... which addresses the contested incompatibility, both to solve everything or in part of it, or clearly outlining a process for what
[.. .1 To adjust the incompatibility. "[24] A ceasefire is another form of agreement made by the belligerents; Unlike a peace agreement, it is only "regulates the conflict behavior of parts at war", and does not solve the problem that brought the parts to war, first. [25] Peace maintenance measures can be used to avoid violence in resolving these
incompatibilities. [26] Starting from the last century, political theorists have developed the theory of a global peace system that is based on extensive social and political measures to war avoid the interest of world peace. [27] The blue peace approach developed by the Strategic Foresight Group facilitates cooperation between countries on shared
water resources, thus reducing war risk and allowing sustainable development. [28] Conflict resolution is an expanding field of professional practice, both in the United States and all over the world. The growing costs of the conflict have increased use of third parties that can serve as a conflict specialists to resolve conflicts. In reality, rescue and
development organizations have added peace-building specialists to his team. [29] Many large international non-governmental organizations have seen a growing need to take professionals trained in analysis and resolution of conflicts. Furthermore, this expansion led to the need for conflict resolution operators to work in a variety of settings, as in
companies, judicial systems, government agencies, non-profit organizations, and educational institutions around the world. In the workplace this section must additional quotations for verification. Please help you improve this item by adding quotes to reliable sources. The material not brought can be challenged and removed. (November 2020) (More
information on how and when to remove this message template) according to the Cambridge dictionary, a basic definition of the conflict is: "An active disagreement between people with opposing opinions or principles". [30] Conflicts How to verify differences at any time, to be a normal part of human interactions. The type of conflict and its gravity
can vary in the content and degree of gravity; However, it is impossible to avoid completely. Actually, the conflict is not necessarily a negative thing. When handled constructive can help people stand for themselves and others, to evolve and learn to work together to reach a mutually satisfying solution. But if the conflict is managed badly it can cause
anger, pain, divisions and more serious problems. If it is impossible to completely avoid conflict as it has been said, the possibilities to experiment that are generally higher in particular in complex social contexts in which Important I am at stake. Especially due to this reason, there is talk of conflict resolution becomes fundamental in ethnically
different and multicultural work environments, in which not only "regular" work can only be formed, but in which even different languages, visions of the world, styles of Life and ultimately the differences in value can diverge. Conflict resolution is the process by which which one Or more parties engaged in disagreement, controversy or debate reach
an agreement that solves it. It involves a series of stages, actors involved, models and approaches that may depend on the type of confrontation at stake and the social and cultural context surrounded. However, there are some general actions and personal skills that could be very useful when they face a conflict to solve (regardless of its nature), eg.
An open orientation capable of analyzing the different point of view and perspectives involved, as well as the ability to empathy, listen carefully and clearly communicate with all the parties involved. Sources of conflict can thus be so many, depending on the particular situation and the specific context, but some of the most common include: personal
differences such as values, ethical, personality, eth, education, genus, socioeconomic state, cultural background, temperament, health , religion, political beliefs, etc. Thus, almost all the social categories that serve to differentiate people can become a conflict object when it is advised negatively with people who do not share it. [31] Clash ideas,
choices or actions. The conflict occurs when people do not share common goals or common ways to achieve a certain objective (E.G. different work styles). The conflict occurs even when there is a direct or indirect competition between people or when someone might feel excluded from a particular activity or some people within the company. The lack
of communication or poor communication are also significant reasons to start a conflict, to misunderstand a particular situation and create potentially explosive interactions. [32] Fundamental strategies This section needs additional quotations for verification. Please help you improve this item by adding quotes to reliable sources. The material not
brought can be challenged and removed. (20 November) (Learn how and when to remove this message) Although several conflicts may require several ways to manage them, this is a list of fundamental strategies that can be implemented when you handle a conflicting situation: [33] Reaching an agreement on the rules and procedures: establishing
basic rules can include the following actions: a. Determine a site for the meeting; B. Establish a formal agenda; C. Determine who frequents; D. Time setting limits; And. Fix the procedural rules; F. Following specific "do (s) and not)". Reduce the tension and synchronization of the de-escalation of ostilita: in highly emotional situations when people feel
angry, upset, frustrated, it is important to implement the following actions: a. Separating the parties involved; B. Manage tensions A ¢ 4,— "jokes as a tool to give the opportunity to catharsis; C. Recognizing the feelings of others - actively listening to others; D. De-escalation from public statements by parties - about the concession, commitments of the
parties. Improving the accuracy of communication, in particular to improve the understanding of each part of the perception of the other: a. Accurate understanding of the position of the other; B. Reversal of the role, trying to adopt the position of the More (Empatic Attitudes); C. Imaging A ¢ &,— "Describing how to see, as the other parts seem to
them, as they think that the other parts will describe them and how others will see. Check the number and size of problems in the discussion: a. Fractional negotiation A ¢ 4,— "a method that divides a great conflict into smaller parts: 1. Reduce the number of parts on each side; 2. Check the number of substantial problems; 3. Search for different ways
to divide large Problems. Establish common ground in which parts can find a base for a to. Establish common objectives or superordinate objectives; B. establish common enemies; C. Identify common expectations; D. Management of time limits and deadlines; And. Reframating the sight of the parts of each other; F. Build trust through the negotiation
process. Improve the desirability of the options and e that each part at the other: a. Give the other party an acceptable proposal; B. Asking a different decision; C. Sweeten other than to intensify the threat; D. Elaborating legitimate objectives or criteria to evaluate all possible solutions. [34] Approaches This section does not cite sources. Please help
you improve this section by adding quotes to reliable sources. The material not brought can be challenged and removed. (20 November) (Learn how and when to remove this message) A conflict is a common phenomenon in the workplace; As mentioned before, it can occur as a result of the most different reasons of diversity and under very different
circumstances. Nonetheless, it is a question of interests, needs, priorities, goals and values that interfere with each other; and often, the result of several more of the real differences perceptions. Conflicts can engage team members, departments, projects, organization and customers, bosses and subordinates, the organization needs to personal needs,
and usually they are immersed in complex power relations that must be understood and interpreted to define how more tailored to handle conflict. There are, however, some major approaches that can be applied when trying to resolve a conflict that can lead to very different results to be assessed according to the particular situation and available
trading resources: forcing when one of the parties to the conflict firmly pursues his or her concerns despite the resistance of the other (s). This can lead to the thrust of a point of view at the expense of another or maintenance of the company's resistance to the actions of the counterparty; It is also commonly known as "competition". Forcing can be
appropriate when all other less severe methods do not work or are ineffective; When someone needs to stand up for their rights (or the rights represented the Group / Organization), resist the aggression and pressure. It may also consider a suitable option when it required a quick resolution and the use of force is justified (eg in a dangerous situation
for life, to stop aggression), and as a last resort to resolve a conflict long lasting. However, the forcing can also adversely affect the relationship with the opponent in the long term; may intensify the conflict if the opponent decides to react in the same way (even if it was not the original intention); It allows you to take advantage in a productive way the
position of the other side and, last but not least, taking this approach would require a lot of energy and be grueling for some individuals. The win-win partnership / collaboration involves an attempt to work with the other party involved in the conflict to find a win-win solution to the problem at hand, or at least to find a solution that most meets the
concerns of both sides. The win-win approach sees conflict resolution as an opportunity to arrive at a mutually beneficial outcome; It includes the identification of the underlying concerns of the opponents and to find an alternative that meets the concerns of each party. From that point of view, it is the most desirable result when trying to solve a
problem for all partners. The collaboration may be the best solution when the consensus and commitment of other parties are important; When conflict occurs in a collaborative and reliable environment and when it is required to address the interests of most stakeholders. But more especially, it is the most desirable result when a long-term
relationship is important so that people can continue to work productively; The collaboration is in a nutshell, sharing responsibilities and mutual commitment. For parts The outcome of conflict resolution is less stressful; However, the search process and establish a win-win solution could be longer and should be very engaging. It may require more
efforts and more time than other methods; For the same reason, collaborate may not be practical when the weather is A quick solution or a fast response is required. By compromising different from the advantageous solution, in this result the conflicting parts find a mutually acceptable solution that partially satisfies both parties. Compromise can be
an optimal solution when the objectives are moderately important and it is not worth the use of more assertive or more approaches involving. It can be useful to achieve temporary settlement on complex issues and, as a first step, when the parties involved do not know each other well or have not yet developed a high level of mutual trust. Compromise
can be a fastest way to solve things when time is a factor. The voltage level can be lower as well, but the result of the conflict can be even less satisfying. If this method is not managed, and the time factor becomes the most important, the situation can involve both parties being satisfied with the result (ie a failed gain). Furthermore, it does not
contribute to creating trust in the long run and can request a more rigorous control of the type of partially satisfactory compromise acquired. Revoca This technique consists in not addressing the conflict, postpone or simply withdrawal; For this reason, it is also known how to avoid. This result is suitable when the issue is trivial and is not worth or
when more important questions are pressing, and one or both parties do not have time to deal with it. Withdraw can also be a strategic response when it is not the right time or the place to address the problem, when you need more time to think and information collect before acting or when you don't respond it can still bring some winnings for at
least some of the Parties involves. Furthermore, the withdrawal can also be used when someone knows that the other part is totally engaged with hostility and does not want (it cannot) invest additional unreasonable efforts. Revocation can give the chance to see things from a different perspective while gaining time and collecting further information,
and especially is a low special effort approach when the conflict is short time. However, not acting can be interpreted as an agreement and therefore can lead to weaken or lose a position previously acquired with one or more subjects involved. Furthermore, when using the withdrawal as a more strategy time, they may need to be implemented skills
and experiences together with other actions. Smoothing Smoothing is accommodating the concerns of others first of all, rather than a concern. This type of strategy can be applied when the issue of the conflict is much more important for counterparties, while for each other it is not particularly relevant. It can be applied even when someone accepts
that he / she is wrong and, moreover, there are no other possible options that continue a competition situation-pushing unworthy. Just like withdrawal, smoothing can be an option to find at least one time solution or get more time and information, however, is not an option when priority interests are at stake. There is a high risk of abuse when you
choose the smoothing option. Therefore, it is important to maintain the right balance and not to give up a one's own interests and needs. Otherwise, trust in its own capacity, especially with an aggressive opponent, can be seriously damaged, together with credibility by other parties in question. Need to say, in these cases, a transition to a win-win
solution in the future becomes particularly difficult when someone. Among the organizations the relationships between organizations, such as strategic alliances, buyer-supplier partnerships, organizational networks, or joint venture are prone to conflict. [35] Resolution of conflicts in inter-organizational relations has attracted the attention of business
and management scholars. They linked the forms of conflict (for example, the conflict based integrity vs. based on competences) to the conflict resolution mode [36] and negotiation and e Approaches used by organizations. [37] They also observed the role of important moderation factors, such as the type of contractual agreement, [38] the level of
trust between organizations, [39] or the type of asymmetry of power. [40] In the classroom this section cites its sources but does not provide references to the page. You can help improve it by introducing more precise quotes. (2020 November) (find out how and when to remove this message Message) Steps steps 1: clarification and focus:
problematic property negative feelings such as discomfort, anger and discomfort can interfere with understanding exactly what is wrong in comparison situations And how to set things up again. Getting a little distance from the negative feelings is exactly what these moments require, especially by the person with (presumably) maximum maturity.
The propriety of the problem is defined as deciding who should take the property of behavior or conflict in the problem. [41] The main person who is annoyed by the root problem is also the "owner" of the problem, and therefore the owner of a problem must be the one who takes the primary responsibility to solve the problem. The identification of the
property makes the difference of how the behavior is addressed, as well as the way the problem is effectively solved. It is important to ask clarification questions to really understand the causes of the root of the conflict. Step 2: Active listening Several strategies help to distinguish those who have a problem with behavior and takes the property. One
of those strategies is active listening. Active listening attends carefully to all aspects of what a student says and tries to understand or enter empathy as much as possible. [42] Active listening consists of continually questions in order to test your understanding. It also requires giving encouragement to the student leaving them to tell their story and
paraphrasing what the student says so that it is possible to carry out an impartial conclusion. It is the key to not moving too quickly to solve the problem by simply giving advice, instructions or reproaching. Answer too soon with solutions can turn off the student's communication and leave inaccurate impressions of the source or nature of the problem.
[42] Step 3: Assertive discipline and messages i After the teacher took over the student, comments should be trained around how student behavior affects the role of the teacher. The teacher's comments should be assertive, underline the messages I and encourage the student to think about the effects of her behavior. They should not be passive,
apologetic, hostile or aggressive, but a fact, such as, "Charlie, you're talking, while I'm talking about." Comments should stress messages i focus on how behavior influences teaching teacher and learning other students. [42] An example of this would be: "You are making it difficult for me to focus on the teaching of this math lesson". Finally, the
teacher should ask the student the most open questions that make him think of the consequences of her behavior, as "how are the other children feel when screams in the middle of the lesson?" [42] Comments should encourage the student to think about the effects of his actions on the other "-a strategy that encourages the student to consider the
ethical implications of the shares. [43] Instead of simply saying:" When you have cut online. In front of the other children, that was not right for them, "the teacher can try to ask:" How do you think other children feel when you have cut in front of them? "Passage Trading Seifert and Sutton Status that the first three steps describe desirable ways of
managing specific situations and will last only a short period. These passages alone could potentially not be sufficient when conflicts persist for prolonged periods of time. Often it is better to negotiate a solution in these situations. Negotiation is defined as methodically deliberate deliberate Options and decide on one, if possible. [42] Although the
time the negotiation and energy needs, often requires less time and ultimately fatigue, to continue to cope with the problem. The negotiation results can be valuable for all the subjects involved in the situation. Various conflict resolution experts have suggested different ways to negotiate with students on problems that are continuous. [42] The
theories differentiate specifically, but generally are generally similar to the steps we have previously discussed: determining what the problem is A ¢ involves active listening to discuss and possible sharing solutions, consider their effectiveness attempt to Reaching a consensus: Total agreement on the theme will not always be possible, but must be
set as a final goal evaluate the success of the decision:. Renegotiation may need [44] Other forms This section must additional quotations for verification. Please help you improve this item by adding quotes to reliable sources. The material not brought can be challenged and removed. (July 2007) (More information on how and when removing this
template message) Management Conflict management The conflict refers to the long-term management of intractable conflicts. It is the label for the variety of ways with which people manage GrievancesA ¢ standing for what they consider being right and against what they consider wrong. Those ways include these different phenomena such as
gossip, ridiculous, lynching, terrorism, war, feuds, genocide, law, mediation, and avoidance. [Necessary quote] What forms of conflict management will be used in a given situation can be somehow expected and explained by social structure ¢ social or social geometryA ¢. Conflict management is often considered other than conflict resolution. In order
to actual conflict to occur, there should be the expression of exclusive models that explain how and why the conflict has been expressed the way it was. The conflict is often linked to a previous number. The resolution refers to the resolution of a dispute for the approval of one or both parties, while the management takes care of a process in progress
that can never have a resolution. N¢é is considered the same as the conflict transformation, which tries to reformulate the positions of the conflicting parts. Counseling when you conduct personal conflicts to frustration and loss of efficiency, consulting can be useful. Although few organizations can afford to have professional personnel consultants,
given a certain training, managers may be able to perform this function. Not a directive consultancy, or "listening to understanding" is a little more than being something good listenerA ¢ each manager should be. [45] Sometimes simply be able to express your feelings to an interested listener and understanding is enough to relieve frustration and
make it possible for an individual to advance to a problem solving frame. The non-directional approach is an effective way for managers to deal with frustrated subordinates and colleagues. [46] There are others, more direct and more diagnosed, methods that can be used in certain circumstances. However, the great strength of a non-directional
approach [NB 2] is in its simplicity, its effectiveness, and that deliberately prevents the diagnosis and interpreting emotional problems of the manager-consultant, which would require special psychological training. Listening to personnel with sympathy and understanding is unlikely to increase the problem, and is a widely used approach to help
people cope with problems that interfere with their efficacy in the workplace. [46] Culture-based The reconciliation of Jacob and Esaa! (illustration from a Bible card published 1907 by Providence Lithography Company) Resolution of conflicts both as a professional practice and academic field is very sensitive to cultural practices. In Western cultural
contexts, such as Canada and the United States, successful conflict resolution does usually involve communication between contenders, contenders, Solving and preparation of agreements that meet the underlying needs. In these situations, conflict solutions often speak to find a mutually satisfactory solution ("win-win") for all involved. [47] In many
non-western cultural contexts, such as Afghanistan, Vietnam and China, it is also important to find "win-win" solutions; However, the paths taken to find them could be very different. In these contexts, direct communication between the disputes that explicitly faces the questions in play in the conflict can be perceived as very rude, making the conflict
worse and delay the resolution. It can make sense to involve religious, tribal or community leaders; communicate truths that are difficult through a third party; Or make suggestions through stories. [48] Intercultural conflicts are often the most difficult to solve because the expectations of disputes can be very different, and there is a lot of opportunity
for misunderstanding. [49] In a 2017 blog post on "The Ocean Model of Civilization" for British Academy, Nayef Al-Rodhan claimed that greater transcultural understanding is fundamental for global security because it decreases "hierarchies" and alienation And avoid the dehumanization of "others". [50] In the resolution of animal conflicts it was also
studied in non-humans, including dogs, cats, monkeys, snakes, elephants and primates. [51] The aggressiveness is more common among relatives and within a group that between groups. Instead of creating the distance between individuals, the primates tend to be more intimate in the period after an aggressive accident. These intimations consist in
grooming and various forms of contact of the body. Stress responses, including major cardiac rates, usually decrease after these reconcilient signals. Different types of primates, in addition to many other species that live in groups show different types of conciliating behavior. Resolution of conflicts that threaten that interaction between individuals in
a group is necessary for survival, giving it a strong evolutionary value. [Necessary quote] These results contradict the previous existing theories on the general function of aggressivita, that is, creating space between individuals (first proposal for the first time by Konrad Lorenz), which seems to be more the case of conflicts between groups in Groups.
In addition to primacy research, biologists are starting to explore reconciliation in other animals. Until recently, the literature that deals with reconciliation in non primates is constituted by anecdotal observations and very little quantitative data. Although a post-conflict peaceful behavior was documented to return to the 1960s, it was not until 1993
that Rowell made the first explicit mention of reconciliation in wild sheep. Since then the reconciliation has been documented in stained hyenas, [52] [53] lions, bottlenose dolphins, [54] dwarf mangusta, domestic goats, [55] domestic dogs, [56] and, recently, in wallabies of red neck. [57] The university of education around the world offer study
programs related to the search for conflicts, analysis and practice. Conrad Grebel University College at the Waterloo University has the oldest-running program for peace and conflict (PACS) in Canada. [58] The PACS can be taken as honor, 4 years general, or 3 years greater general, greater, minor, minor, diploma. Grebel also offers an
interdisciplinary master of the professional program of peace and conflict studies. The Cornell University Illar School hosts the Scheinman Institute on the resolution of conflicts, which offers university education, graduate and professional training on conflict resolution. [59] also offers concentrations of resolution of disputes for its degree programs
MILR, JD / MILR, MPS and MS PhD. [60] at a degree level, the center of the university of Eastern Mennonite for justice and the construction of peace offers a Master of Arts in the processing of conflicts, a double master of divinity / but in the degree of processing conflicts and different certificates Graduates. [61] EMU also offers a 5-year accelerated
BA in the construction of peace and e In the processing of conflicts. Additional graduate programs are offered at Georgetown University, Johns Hopkins University, Creighton University, North Carolina University in Greensboro and Trinity College Dublin. [62] George Mason University's Jimmy and Rosalynn Carter School for the resolution of peace
and conflicts offered ba, bs, ms and doctoral degree in conflict and resolution analysis, as well as a minimum, certificates of graduates and joint programs. [63] Nova Southeastern University also offers a research doctorate in analysis and resolution of conflicts, both in online and campus formats. [64] Conflict resolution is an increasing area of
interest in the United Kingdom pedagogy, with teachers and students both encouraged to know the mechanisms that lead to aggressive actions and those leading to peaceful resolution. The university of jurisprudence, one of the most ancient training institutions of the common law of the world, offers a legal focused master in the resolution of
conflicts as an LL.M. (Conflict resolution). [65] Tel Aviv's university offers two degree programs in the field of conflict resolution, including the international program in the resolution and mediation of conflicts, allowing students to learn in a geographical region that is subject to Many research on international conflict resolution. The center of Nsonon
Mandela for the resolution of peace and conflicts at Jamia Millia Islamia University, New Delhi, is one of the first resolution centers of peace and conflicts to establish in an Indian university. It offers a course but full-time two years in the conflict analysis and in the building of peace, as well as a research doctorate in conflicts and peace studios. [66] In
Sweden Linnaeus University, University of Lund University and Uppsala University offer programs on a degree, master and / or doctoral levels in peace and conflict studies. [67] [68] [69] Uppsala University also hosts its own department of peace and conflict research, among other things occupied with the execution of the UCDP conflict database
(Uppsala conflict data program). [69] [70]. See also Civil Resistance Conflict Early Conflict Warning Research Conflict Management Conflict Resolution Style Conflict Inventory Conflict Conflict Cost Creative Construction Peace Construction Dialoge Dialoge Fair Fight Communication Family Therapy GunnySacking Interpersonal Let The WooklIee
Victory Nonviolent Communication Organizations Center For the study of genocide, conflict resolution, and consciousness of human rights: taxes for peace not war is an organization of London that promotes the construction of peace as an alternative to the management initiative of the military security crisis ( CMI) Institute Heidelberg for the
Conflict Conflict Conflict Resolution Center Jimmy and Rosalynn Carter School for Peace and Conflict Resolution for Common Land is one of the largest non-governmental organizations of the world dedicated to the seeds of resolutions Peace Conflicts develops and authorize young leaders from the conflict regions to work for peace through the
UNITED coexistence network of Young Peace Builders (UNY) is a global organization of non-governmental organization and a youth network dedicated to the role of youth in the construction of peace and in the resolution of conflict resolution for peace is a mandatory organization of the United Nations and a specialization school dedicated to conflict
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