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Annotation. Alienation and conflicts are phenomena so interconnected
to each other that we need to take a closer look at both processes to avoid and
resolve conflicts. We can say that conflict is the result of alienation. Alienation ls
a term that defines the destruction of the integml relationship and its causes. In
this scientific article, we discuss what labor conflicts are, the opinions of famous
scientists about labor conflicts, the t,?es and subiects oflabor conflicts, the types
and forms of resolving labor conflicts and so on.

Keywords: labor collectives, social conflict,labor conflicts, socio-economical
conflicts, socio-psychological conflicts and socio-denogaphic conflicts,
horizontal and vertical conflicts, the types of resolving conflict situations, the
forms of resolving conflict situations.

Conflict is a normal and natural phenomenon in our daily
life. But it does not mean that we must ignore it; if we ignore
conflict situations or we do not notice them on time, it can turn
into.local and then global scale. What are labor conflicts? Labor
conflicts are conflicts of organizational-labor relations which are
characterized by direct social conflicts between individuals and
groups of employees. They are regulated through labor laws and
other regulations, social contracts and other agreements on labor.

Conflict is considered to be a condition which was caused by
mutual misunderstanding, controversy or rivalry. Talking about
the reasons of conflict situations, a Scottish economist and
ethnical philosopher, one of the founders of economic theory
as a science, the founder of its classical school Adam Smith said
that social conflict is based upon stratification in the society and
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mutlral concurrence between them i3, p 274l A Polish sociologist'

ir.iri "J 
p"fi,i.al scientist Ludrvig Gumplovich claimed that the

cause of a social conflict is attempt at the implementation of an

..ono-i. .n.ou.agement factor and its demand [6' p' 17]' A German

Dhilosopher and sociologist, one of the main representatives of

iir" t"t" "ptlitotophy of Life" George Zimmel defined the term

;;i ;;ly 
^t 

a type'oimisunderstanding but also as the power that

frn inr.grr,. i*o p.rt, 19. p. l2al' Russia n-A me rical s,ocioloqill

and cultirrologisr. pedagogrre. one of the founders ot theorles ot

,o.iat ,t."tini"tion and social mobility Pitirim Alexandrovich

SoioLi" ti.a a social conflict witlt human demands' ln his view'

lruman demands play a pivotal role among the causes, of conflicts'

because a human being cannot survive without fulfilling his

demands for food, garment and shelter 12' p' 259)' According to

irr" C"r.nn.t sociolo[ist and conflictologist Rolf Dahrendorf' social

.orrni.tt are based on the struggle for authority' compJising'

government ancl reptltation He said thal pivotal cause leadlng to

fontroversial events is an endeavot for being a leader and thus'

governmental issues are considerecl to be the basic elements of

ionfllcts 14,p.327l.So he put political factors suchas the struggle

fo, potei and pt"itig. 
"t 

th. basis of a social conflict' By the way'

r^dJt.naotf 
".ph"asized 

that the main reason of conflict is the

a"ri." to dominate, in other words, the conflict is based on issues

related lo Power.
Based on observatlons, we can say that there are the following

reasons of social conflicts in manufacturing groups and/or labor

.oii".,iu.t socio-ecouomical conflicts, socio-psychological

conflicts and sociodcmographic conflicts Socio-econot.nical

;;;?ii;i; in organizations *ill l.tnppt''t when an enplover admits

financial inlusiice. For example, two employees do the same work

*irf-r,f't" same result but one of them is encouraged materially

more than other one. Or one of the employees works a lot with

t'righ t"ruttt, the other one works a lot with low results' the third

on"e works a lot without any resr"tlts, the foufth on€ tries to do

,o-ett",ing with low results, the fifth one tries to show that he/

she is cloing something and the sixth employee does not even

;;; ;; t;-*hi.g tJ increase labor productivitv' But at the

"na, ^lt 
of them geithe same financial support and/or material
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encouragement. Socio-psychological confl icts in organizations
will happen when employees dislike each other, they do not have a

feeling of sympathy to each other, somebody cannot accept others'
labor achievements and goals and someone does not admit and,z

or does not appreciate others' labor success. Socio-demographic
(age and sex) conflicts in organizations will happen when male-
employees do not want to obey to female-employer and/or old-
employees do not want to obey to young-employer. In addition,
we can see it when old-employees do not prefer to share their own
professional experience with young-employees since they think
that nobody teaches them how to be successful in their sphere and
they achieve labor goals themselves through years of diligence.
Young-employees also think that they are more experienced than
old-employees since they know several foreign languages and they
can use contemporary technologies better than them do it.

There are two types of controversial situations in labor
groups: vertical and horizontal. If labor conflicts occur between
an employer and an employee, we can call it as vertical conflicts. If
Iabor conflicts occur between employers and between employees,
we can call it as horizontal conflicts. In addition, there are the
degrees of conflicts in Sociology: conflicts among people, conflicts
between a person and society, conflicts among social gtoups,
international and intercontinental conflicts. If there are fillings
such as misunderstanding, contempt, ant sympathy, mistrust,
enmity, animosity, hostility, scorn and hatredt conflicts among
people will happen. If a person cannot accept the values and life
style of society where he/she is living, conflicts between a person

and dbciety will happen. If there is misunderstanding, mistrust
and contempt between social groups and if one of them does not
respect and appreciate other's values, traditions, language, point
of views, mode of life and conditions of life, conflicts between
social groups will happen. Finally, if conflicts between nations
and continents happen, we can call them as international and
intercontinental confl icts.

A German sociologist and conflictologist R. Dahrendorf called
the model of social conflict in the middle of 1960; put forward
a new concept of social conflict which he articulated in his book
"Classes and Class Conflicts in an Industrialized Society". The
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conflict model of society developed by the scientist includes the
following four situations [5, p. 75]: a) Each society is characterized
by a tendency to change at any time and the permanence of social
change; b) The need for social conflict at any time in any society
and the persistence of social conflict; c) Each component of
society is unique in that it creates the conditions for its constant
change; g) It is natural for any society to create conditions for one
part of its members to be under certain pressure from another.
In addition, R. Darendorf carried out the concept which was
called as controversial model of society 17, p. 261. He divided the
subjects of conflict into the following three groups: primary - the
participants of conflict that is directed to obiective and subiective
targets; secondary - a group of people who do not take part in the
conflict but contributes to the increase of the misunderstanding;
tertiary - the supporters of the solution of a problem.

Let's now discuss about the subjects of a conflict. As
contemporary scientists emphasize, there are six subjects of
conflict situations (1 table) [8, p. 19].

Table 1

Ttre subiects of conflict

1 Outstanding
Person

Such pe$on tries to be in the spotlight of attention
and he/she is considered to be the creator ofevery
enthusiastic Droblems

2 Arogant Person Helshe overestimates himself/herself, does not
consider the view of other people, does not analyze
their actions critically, stingy and he,/she is apt to
spread evil harm to his,rher background

3 A Person cannot
be Reined

Such person controls himself/herself weakly, differs
from other with his^er spontaneous actions and it
is impossible to understand his/her character due to
being aggressor

Ultimately
Definite Person

Such person is extremely strict, is always under
sDeculation and verv intricate man

5 Target Directed
Person

Such person uses ongoing conflicts in order to ful6ll
his/her demands and he/she is ready to cheat and
trick for this DurDose

6 A Person
without Conflict

Helshe has a tendency to create new
misunderstanding by seeming reliable for other
people
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In this regard it is significant that an employer should not

expand the siope of the dispute' propose conciliatory positive

aaiiriot-tr, 
"ta 

forms of coerclon and firmness' reduce the number

of complaints, ignore the secondary parties, get the parties to

recog.rize each other without words and try to form common vlews

on the subject keeP in mind
In turn, employees are also advised to follow the following

rules ofconduciin conflict situations [1, p 52]: a) Do not interfere

in conflict situations, because they are very easy to access' but at

ih" ,^rr," time very difficult to get out of them; b) Always.keep in

.lnd ,l'tu, protest is the cause of a conflict At first' there is a real

or imaginary sadness rvhich causes negative emotions in turn'

such an experience creates a new sadness ln order to stop such

" 
Jirog...-.n,, one of the parties must stop being the cause of

".""nio situatlon or take the first step in ending it; c) Take the

first step in letting the opponent know that you are ready to stop

you u-otiont Uy iontroiling yourself' once this situation has lrad

a positive effect on hin/her, give your opponellt the opportunlty

,o'' pout out" all the thoughts that have accumulated in his'&er

heait. Listen carefully, patiently and ri'itl.t interest, even if he/she

is repeating the same words over and over again, do not interrupt

his,4rer opinion. Because you need to allow him'4rer to fully

l*p..r, uli the thoughts. If you listen to his,&er opinion patientlv

ani respectfully, you will be able to talk to him'4-rer aboLrt your

relationship rvith th" opposition' During the conversation' it

t..o-u, clear that yoll have offended your opponent' and even if
it is insignincattt, immediately apologize to him'4-re.r 

-and.explain
vour behlavior to him/4ler; g) lf the situation is "difficult"' it is

tatt"t to leave. There will be times when neither you nor your

opponent can control their emotions in which case it is time to

end the relationship;d) Try to get ricl of your dissatisfaction lfyou

are unable to resolve the conflict because your boss or colleague

or tfta t"uf cause of a conflict is on your shoulders' you can take

steps to get rid of the negative emotions in yourself Otl'ren'vise'

it o"itt poiton your life .nd .n.,t. serious damage to yotlr health;

e) Consider the identity of your opponent'
We would like to acld that there are several types and forms of

resolving labor conflicts (2 table) [2, p 189]'
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Table 2
The Types and Forns of Resolving Labor Conflicts
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Australian experts in conflict studies H. Cornelius and StL Fairs
argue that the first step in the art ofconflict resolution is to be able
to accept conflict as an unopened opportunity and to observe the
emergence of conflict signals [10, p. 27]. In the end of our pap€r,
we can say that the process of resolving any conflict consists
of, the following three stages: preparation (conflict diagnosis);
solution strategy development and technology; i.,voties tne
implementation of a complex of methods and toois.
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