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Conflict Resolution
Introduction
Conflict can be described as a disagreement between two or more people who might have differed in feelings, attitudes or beliefs. Conflict is a part and parcel of every profession and work environment including even the healthcare firms. This is because whenever continuous human interactions occur disagreements must arise. It can exist between the individual staff members who may attack each other by criticizing ideas; there exists a conflict between physicians and the staff, between the health care team and patients or the patient’s family. Disagreements easily lead to conflict which maybe is interunit, interdepartmental or within different organizations. Conflict can never be eliminated in organizations but it can be well managed through collaboration to make issues which seem hard to resolve easily dealt with. In the healthcare organization, there is some confusion about the roles of nurses and physicians who make them rub shoulders, both of them are concerned with the welfare of patients but this focus on patients can at times bring competition. 
On proceeding, there basically exist three types of conflict: the individual conflict is the most common in the workplace as it occurs when there is an incompatibility in the role expectation of staff members. Also, the interpersonal conflict which occurs between people when they differ in personality or feel their need for control threatened. Lastly, the intergroup conflict which encompasses more than just individuals as it occurs between teams, healthcare professional groups among others. In relation to nurses in a delivery setting the most common conflict is the individual conflict whereby nurses may be critical of their colleagues, assuming that they neglected some responsibilities while in a real sense it is not part of the responsibility of that staff member. This may cause stress and ultimately affect the delivery of service to patients. Conflict is at times obvious but sometimes it is not that obvious making staff to respond negatively without a clear reason. For the effective resolution of conflict, one has to understand the cause of the disagreement but some disagreements have more than one cause. This requires the assessment of facts to ensure that one does not jump into conclusions without understanding the causes of the conflict.
The most common conflict comes about due to the fact that nurses and physicians have a different point of views regarding the provision of quality patients’ care. This difference in perception leads to conflict in regards to patients care regimen and often may also often lead to stressful work environment for both nurses and physicians, and brings tension between them and their patients hence denying the patients a healthy environment for treatment. Such tension leads to unnecessary competition in healthcare organizations and can make some staff to neglect their duties, this can have devastating effects on the patients. (Finkelman, 2016) Also, the consequences of conflicts which are poorly managed easily affect the quality of patients’ care. When a nurse detected signs of a neurovascular compromise and decided to bring it to the attention of the attending physician, the physician dismisses the concerns of the nurse because maybe he thinks the nurse is not sure of what she observed. The nurse, on the other hand, says to herself “he must know more than I do” and decides not to act further but this neglect of responsibility makes the patient develop compartment syndrome. This is not an obvious conflict and hence it goes unresolved. The nurse will feel she is limited as far as her patients’ care is concerned. This is an example of the individual conflict between the nurse and the physician because the roles of the healthcare providers are incompatible and causes tension between them as well as harm to their patients.

Latent Conflict
However, the first stage of conflict is the latent conflict whereby people might be in conflict but they are not aware of it. In this stage, conflict is anticipated and it is seen by the increased tension in the workplace as well as the staff being verbal by stating things like “this might be a problem”. Here the conflict has not occurred yet but signs are showing of prospective disagreements. This is seen in the example above where the nurse will not easily open up to the physician on her future concerns, which may not immediately lead to misunderstandings but in the long run, the doctor may feel the nurse is neglecting her duties.
Perceived Conflict
 Furthermore, the perceived conflict is the second stage of conflict whereby the people involved in conflict become fully aware of the problem facing them at a particular time. The conflict might just be felt and not necessarily discussed, but the perception as to whether there exists a conflict is very important. This dictates the manifestation of the conflict, what it is really about and the various ways of resolving it.
Felt Conflict
In addition, the next stage of conflict is the felt conflict whereby one or more of the affected parties feel stress and anxiety brought by the conflict. If in this stage the conflict is avoided it prevents the transition to the next stage of manifestation. Though avoidance can be the best course of action for some situations, in most cases it does not resolve the conflict but rather just covers it. Trust is very significant in this stage as the staff members must be able to come out with how they feel about things and situation. From the above example, the nurse ought to let the physician know that he dismissed her without looking into the concern she raised demoralized her and lead to more complications for the patient. This makes the physician know that there is a problem if he was not already aware. Also, how much the staff believes that the conflict will be effectively resolved plays a big role in the conflict resolution process.
Manifest Conflict
Turning to the last stage of conflict which is the manifest conflict, in this stage, the conflict is observed either through face-to-face meetings, e-mails or even through phone conversations. This stage can prove a conflict constructive or destructive in the way it is handled when a staff member avoids a colleague or even denies the problem, this can be destructive to the conflict resolution process. On the other hand, it can be helpful if staff members freely express themselves as well as their opinions and encourage one another to try and solve the conflict. After all, this comes the aftermath where the outcome of the conflict is considered, that is whether it was resolved or dissolution still exists.
Collaboration with Nurse Leaders
Conflict is an inevitable part of any work environment hence collaborating with nurse leaders in choosing an appropriate strategy for resolving conflict is a necessity. Nurses work in a high-stress workplace hence nurse leaders should deal with the situation whenever conflict arises instead of avoiding the conflict. This is because people respond differently to conflict when a leader engages a problem as it arises it allows for early resolution and hence no nurse would want to quit their jobs because of interpersonal or other conflicts. Also, nurse leaders should work to sharpen their communication skills because the ability to express oneself allows the individual to state what is on their mind and get their point across. (Moreland, 2016) Good communication enables people to get facts before jumping into unnecessary conclusions about things they are not sure about. Altogether nurse leaders must be able to meet the participants of a conflict in person and talk it out face-to-face, this is effective as it allows for an active exchange of information and ideas on what is really happening as well as ways forward.
Rationale for the Best Strategy
Nurse leaders must be willing to apologize when necessary if they find themselves in the middle of a conflict this enables whatever strategy they choose to employ to be respected and acted upon. When all other courses of action for resolving conflicts fail, it is important to seek the services of a third party such as a supervisor to mediate, the mediator can listen to both sides, make objective judgments, compromise and ultimately facilitate the resolution. Nurse leaders should ensure that the staff maintains a positive professional communication to ensure that they have healthy relationships in the workplace and hence reduce conflicts. 
The management should be proactive in eliminating negative communication in the work environment and criticize inappropriate behavior. Conflict cannot be eliminated it can only be reduced and managed. Therefore, when selecting the best strategy for managing conflict one should strive to only use those strategies that do not avoid the problem at hand. Some decide to accommodate the conflict to enable them to preserve relationships in the workplace, for others they compromise to enable everyone reaches a solution that is considered a win, yet others collaborate and arrive at the best solution for both parties without compromising their interests.
Conclusion
In demonstrating conflict resolution skills one stands out as a leader, this is because in any workplace conflict cannot be avoided hence the appropriate strategy should be adopted to ensure that conflict is resolved in its early stages to allow for better relationships as well as a more empowered work environment for nurses. Avoiding the resolution of conflict only creates more problems as people harbor ill feelings and this increases tension in the workplace. Nurses thrive well when they work in teams to deliver quality patients’ care. Most people in the health care organizations are not well educated in the conflict resolution and negotiation, this makes it difficult to recognize conflict in its early stages and hence easily deal with the conflict. It is important to take the necessary preventive measures to correct a disagreement before it develops into a problem but this is only possible when one identifies the initial causes of the problem and manages it while it still exists because not all problems can be resolved. Conflicts occurring in healthcare organizations should not include patients because they are the vulnerable party hence nurses and physicians should tackle any issues without bringing along their patients.
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