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The Lifecycle of Conflict and HR Professionals
In any organization, conflict is an inevitable fact, and there exist different ways of dealing with conflict as they arise. Conflict management is a practice that encompasses the ability to identify and handle conflicts in ways that are efficient, sensible, and fair. It involves constructive and tactful handling of confrontations to yield a positive result from disagreements between people in the workplace. In contrast, conflict resolution, which is more specific, is the process by which two or more parties in dispute reach a peaceful resolution to a dispute. An example could be two departments understanding their differences and working together to improve productivity (Csilla, 2019).
Different versions of the conflict cycle exist, with each of them trying to explore the disagreements that occur in workplaces with the aim of determining what is going on as well as the best way to intervene. The first version of the conflict cycle starts with tension development, whereby parties in the workplace begin to take sides based on beliefs and differences as well as points of view. The second stage is the role dilemma, which may take place alongside the first stage and involves questioning what is happening and who may be right. Moreover, the conflict develops to the stage of collecting injustices where each side tries to gather support and justify their position. After this, both parties confront each other and adjustments made by one or both parties.
 The second version involves stages beginning with the latent phase, where people in the workplace have different needs and interests, making conflict possible. It is followed by conflict emergence and escalation, both of which involve a triggering event initiates conflict, and if not solved, it escalates. Escalation leads to a stalemate, which is a stage where neither side can win. After the deadlock, which is the hurting stage, the conflict de-escalates as negotiations begin with the aim of resolving. It is followed by settlement of the dispute, which, if successful, then the last phase of peacebuilding begins to repair the damage caused by the conflict (Pender, 2019). The second version is more useful because it is more specific and comprehensive in terms of the intensity and time that the conflict cycle may last.
Intervention is most effective when the conflict is in the stalemate stage where both parties are hurting, and neither can win. It is appropriate to intervene at this stage because both parties are more open to negotiation and resolution. After all, confrontations have proved futile. An example of conflicts such as those based on communication, ambiguity, and perception would have employees in a workplace confront each other without any resolution. It only breeds more disagreements and feelings of hatred. Coming up with policies and procedures that allow for settlement of the communication issues within the workplace will be easily embraced by both parties because they are at a stalemate.
An understanding of the stages within the conflict lifecycle allows HR professionals to realize that not all conflicts are inherently negative and that some can be managed in ways that are beneficial to the organization hence a win-win situation for everyone involved. A disagreement on the proper ways to communicate via email without irritating others in the workplace can be detected and solved early even though it is not dysfunctional conflict. Moreover, a good understanding would allow for early intervention before a situation escalates beyond the HR professional’s ability to intervene effectively (Liddle, 2017). Generally, it allows for early detection of conflict, rapid response, and hence proper management and resolution.
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