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Abstract

The period of overcoming crises in society due to pandemics, declining economic growth, social stratification, job loss in
business is characterized by political and social instability, which creates conflict situations at all levels of the
social hierarchy. The transformation of modern political and economic institutions, the development of processes of
reforming society are accompanied by a deepening of the contradictions between the interests and needs of different social
groups and individuals. The purpose of the article is to review the main sources and causes of conflicts, and also ways to
solve them in the enterprise. The main methods of resolving resource conflicts are: negotiations, information and
clarification of conflicts. Conflicts of goals, values and communications are also resolved using the most effective
methods inherent in these types of conflicts.

Keywords: conflict, diagnostics, enterprise, management, transformation.
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Introduction

‘Statement of the main problem. The warning conflict situations and liquidation
practice of entrepreneurship confirms that in mechanism conflicts that have already arisen.
terms of organizational development structures The analysis of existing scientific
a special place in any team is occupied by sources on the researched problem testifies to
conflict. This is because conflict is an integral the presence of significant contributions to the
part of every business. Therefore, there is a solution of the problem of conflict
need for in-depth study modern patterns of management. First of all, it is necessary to
formation of organizational conflicts, ways to highlight the works of such domestic authors
eliminate them and combating their as:  A.Antsupov, N.Grishin, S.Erina,
consequences. The most important result of A. Kovalev, N. Leonov.Among foreign
effective conflict management in the enterprise authors a significant contribution was made

will be the formation of a mechanism for early
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by K. Boulding, I. Galtwing, R. Darendorf,
M. Deutsch, L. Kozer, D. March, J. Robinet,
M. Spencer. In these scientific publications,
the authors define the structure, functions and
process of labor conflicts, reveal the specifics
of conflict consciousness, provide methods of
conflict management, but do not reflect the

features of conflict management in the
personnel management system of the
enterprise. Thus, in 2020, the NSPP

contributed to the resolution of 377 collective
labor disputes (conflicts) (3 — at the national, 3
— at the sectoral, 6 — at the territorial, 365 — at

526

Number of issues considered

the production level), which directly involved
more than 1.4 million employees 6778 sub of
economic entities.

Results

During the last year, the NSPP and its
branches in the regions organized the relevant
work on the timely and objective consideration
of 1596 appeals of citizens, letters of legal
entities and representatives of associations of
citizens without legal personality, which raised
1728 issues (Fig. 1).

Reasons for citizens' appeals

® — procedures for joining a collective labor dispute, resolving collective labor disputes, conflict situations - 526

(30% of the total);
® — payment of arrears of wages — 317 (18%);

= — concluding and fulfilling the terms of an employment agreement, collective agreement, agreement —

166 (10%);

m — dismissal, the procedure for dismissal of employees and payment of settlement funds upon dismissal —

146 (9%);
m— rationing and remuneration — 129 (7%);

= — organization and procedure for conducting social dialogue, assessment of compliance with the criteria of

representativeness — 102 (6%);
—holding social protests — 73 (4%);

— other issues— 269 (16%).

Figure 1. The number of considered NSPP appeals of citizens and analysis of the
reason for these appeals, in numbers

In particular, regarding: procedures for
joining a collective labor dispute, resolving
collective labor disputes, conflict situations —
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526 (30% of the total); payment of arrears of
wages — 317 (18%); concluding and fulfilling
the terms of an employment agreement,
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collective agreement, agreement — 166 (10%);
organization and procedure for conducting
social dialogue, assessment of compliance
with the criteria of representativeness — 102
(6%); holding social protest actions — 73 (4%);
other issues — 269 (16%).

Representatives of the early schools of
management believed that the conflict was a
sign of inefficient organization and poor
management. Conflicts are recognized
by modern sociologists as the most important
factors of social development.

The English scientist
M. Spencer considered the conflict ™an
inevitable phenomenon in the history of human
society and a stimulus for social
development”. German sociologist
R. Darendorf put political factors at the heart
of social conflicts: the struggle for power,
prestige, and authority [14, p. 93].

Traditionally a split of the
conflict includes three stages: pre-conflict,
conflict and post-conflict situations. In turn,
each stage is divided into phases [15, p. 226].

An attempt to systematize the existing
approaches to the classification of labor
conflicts makes it possible to propose a
generalized classification of conflicts, which is
presented in Fig. 2.

There are 3 main groups of conflicts:
depending on their prevalence, depending on

the causes and depending on the level of
occurrence and resolution of conflicts.

A conflict of resources — their cause is
the objective limitation of any resources at all
levels, including at the state level. Conflicts of
purposes — is the most typical kind of
positional conflicts originating from different
divisions goals and organizations in the
solution of common problems.

Conflicts of wvalues arise from
differences in the subjective views of
opponents of a set of values, which may relate
to worldview, morality, religious views and
more. Conflicts of communication —arise from
lack of information in the process of work.

And also, to be distinguished: industrial,
sectoral, territorial and national conflicts [5,
p. 246].

The positive functions include:

integration  function, which is to
strengthen the cohesion of groups during the
conflict, uniting them on the basis of
awareness of common interests and goals;

transformation  function  that is
implemented through conflict resolution by
improving social and psychological climate of
collective and intensification of social activity
of employees;

stabilization function, which is to resolve
a minor conflict, which prevents a more
serious conflict.

Copyright © 2021 Author(s), published by Vytautas Magnus University. This is an open access article distributed under
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Types of conflicts

Depending on their prevalence

Depending on number of participants

Depending on the level of
occurrence and resolution of
conflicts

Depending on the causes of

and their authority

Personal conflicts

conflicts

Industrial conflicts

A

Conflicts of resources

A

Hidden conflicts

\ 4

Conflicts between groups <

A 4

Sectoral conflicts

A

> Conflicts of purposes

Explicit conflicts

A 4

Conflicts between production site and

A

administration

Territorial conflicts

> Conflicts of values

National conflicts <

Conflicts of communication

Figure 2. Generalized classification of conflicts
(Developed by the authors)

The negative functions of labor conflict
include:

strengthening  hostility, increased
negative expressions and mutual evaluations,
deterioration of social well-being and self-
identification of people in the labor
environment;

curtailment of business contacts despite
functional necessity, extreme formalization of
communication, rejection of public utilities;

intentional and purposeful destructive
behavior, the attitude to the destruction and
undermining of certain common ties,
organization, culture and traditions;

262

the actual loss of time, a distraction from work
or non-favorable situation, opportunities and
chances to achieve something through
struggle.

Causes of collective labor disputes
(conflicts) — circumstances, facts, trends of
objective or subjective nature, or their
combination in economic, social, industrial,
legal areas, the action of which has led to
negative consequences for employees and the
emergence of collective labor dispute [10,
p. 445].

The basis of the analysis of the causes of
labor conflict is the methodological principle
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of causality. According to this principle, there
is a causal link between two events if the first
event is a sufficient condition for the next
event to take place.

The causes are the basis of the conflict
and include: structural differentiation (D.
March and G. Simon, J. Robin); lack of
resources (S. Kerr, K. Boulding); deep
geological differences (R. Converse) and
dominance (I. Haltunh) [2, p. 177].

The resolution is not seen as some
independent  process over the labor
conflict. This is the final stage of the conflict
process. It is achieved either through changing
objective  situation  or  psychological
adjustment of subjective image of the
situation that has emerged in the warring
parties. Forms of resolving labor conflicts are
presented in Fig. 3 [17, p. 324].

Undoubtedly, the judgments and visions
of probable solutions to the problem of
individual employees of the enterprise,
analyzed in generalized form, will be able to
provide an idea of the most meaningful vision

of employees to resolve the problem of conflict
management in personnel management.
Therefore, in order to improve the
current situation regarding the emergence of
conflict situations atone of the industrial
enterprises of Kharkiv, a study was conducted
in one of the methods of collecting information
— the method of questionnaires. The content of
the questionnaire and the results of the
survey are given in table 1. In the process of
questionnaires, the most important tasks were
to identify the causes of conflicts at all levels
of social structure, forms and possible ways to
resolve  labor conflicts. Among the
respondents, 75% were men, 25% —
women; average age 43 years, ranging from 32
to 58 years; by marital status: 80% — married,
15% — single, 5% are divorced; by nationality,
all respondents are Ukrainian. All have higher
education, one of the respondents has a
degree; 70% of respondents rated their
standard of living as average, 25% — high, 5%
— low; work experience at the
enterprise ranges from 4 to 33 years [16].

Forms of resolving labor conflicts

y

Administrative and

Organizational ways

'

Compromise
4 v
Negotiations Informative
requlation
> Distraction Retreat

¢

volitional ways

\ 4 A 4

Reassignment Reorganization
or distancina

|

Clarification of

~ranflinte

¢

Figure 3. Forms of resolving labor conflicts
(Developed by the authors)

According to the results of the survey,
the ratio between hidden and explicit conflicts
averages 94.5% to 5.5% respectively.

According to respondents, they believe
that the most effective forms of conflict
resolution are: organizational ways of
overcoming conflicts — 75% of answers,
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administrative and volitional ways of resolving
conflicts — 25% of respondents. According to
the results of respondents' answers to the
questionnaire, in which employees were given
the opportunity to determine, in their opinion,

which methods of conflict resolution are best
used in resolving specific types of conflicts, it
became possible to build a summary table of
possible forms of conflict resolution is
reflected in table. 2.

Table 1. The results of the survey of employees of industrial enterprises

Ne Contents of the question Total number %
of answers
Have you ever been mvol_ved in resolving a conflict? 1-20, 1-100%,
1 yes (interpersonal conflict)
1. . ; . 2-8, 2-40%,
2 yes (intergroup production conflict) 3-9 3-45%
3 yes (conflict between production groups and administration) 4 no
Have you ever been a representative of one of the parties to a collective labor
dispute (conflict)? 1-10, 1-50%,
2. | 1yes (once) 2-7, 2-35%,
2 yes (repeatedly) 3-3 3-15%
3 no
Have you ever been in the resolution of a collective labor dispute: 1 member
of the conciliation commission? 1-5, 1-25%,
3. | 2 independent intermediaries 2-2, 2-10%,
3 members of the labor arbitration 4-1 4-5%
4 a representative of the National Mediation and Con.Service
What is the percentage of closed and open conflicts that occur in the
4 enterprise? 1-18, 94.5% -
" | 195% to 5% 2 90% to 10% 2-2 5.5%
3 85% to 15% 4 80% to 20%
Rank the following types of conflicts according to the frequency of their 1:2,18,0,0 1-31%,
5 occurrence in your company in 2019-2020: 2:18,2,0,0 2-39%,
" | 1 resource conflicts 2 conflicts of purpose 3:0,0,15,5 3-17.5%,
3 conflicts of values 4 communication conflicts 4:0,0,5,15 4-12.5%
What do you think are the most effective forms of conflict resolution?
S . . 1-15, 1-75%,
6. | 1 organizational ways of overcoming conflicts
Lo i . . 2-5 2-25%
2 administrative and volitional ways of resolving conflicts
What do you think are the most effective ways to resolve conflicts when 1-2, 1-10%,
resolving closed conflicts? 3-12, 3-60%,
7 1 compromise 6 suppression of personal interests 4-15, 4-75%,
" | 2 negotiations 7 transfer to another job 5-1, 5-5%,
3 distractions 8 clarification of conflicts 7-4, 7-20%,
4 informing 9 the resolution of the dispute by court decision 8-17 8-85%
What do you think are the most effective ways to resolve conflicts when 1-13, 1-65%, 2-
resolving open conflicts? 2-15, 75%, 4-
8 1 compromise 6 suppression of personal interests 4-2, 10%, 5-
" | 2 negotiations 7 transfer to another job 5-12, 60%, 8-
3 distractions 8 clarification of conflicts 8-4, 20%,
4 informing 9 the resolution of the dispute by court decision 9-18 9-90%
What do you think are the most effective ways to resolve conflicts when 1-25%,
resolving resource conflicts? 1-5, 2-15, 3-1, 2-65%,
9. | 1compromise 6 suppression of personal interests 4-17,5-4, 6-2, 3-5%,
2 negotiations 7 transfer to another job 8-18 5-20%,
3 distractions 8 clarification of conflicts 6-10%
What conflict resolution do you think is most effective in using when 1-15%,
resolving goal conflicts? 1-3, 2-17, 3-2, 2-85%,
10. | 1 compromise 6 suppression of personal interests 5-4, 6-15, 3-10%,
2 negotiations 7 transfer to another job 7-16, 8-2, 9-5 8-10%,
3 distractions 8 clarification of conflicts 9-25%
1 What do you think are the most effective ways to resolve conflicts when 1-14, 1-70%,
" | resolving conflicts of values? 2-6, 2-30%,
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1 compromise 6 suppression of personal interests 3-12, 3-60%,
2 negotiations 7 transfer to another job 7-3, 7-15%,
3 distractions 8 clarification of conflicts 8-17 8-85%
What do you think are the most effective ways to resolve conflicts when 1-4, 1-20%,
resolving communication conflicts? 4-17, 2-90%,
12. | 1 compromise 6 suppression of personal interests 5-2, 5-10%,
2 negotiations 7 transfer to another job 6-1, 6-5%,
3 distractions 8 clarification of conflicts 8-14 8-70%
Thus, it is possible to solve the problem summary table of possible forms of conflict
of conflict resolution, based on the results of resolution taking into account the answers of
the survey of employees of the enterprise the respondents presented in table 2.

presented in table 1 and the data of the

Table 2. Possible ways of resolving conflicts taking into account the answers of the

respondents
Types of conflicts Ways to resolve conflicts Weight of
respondents'

answers, %
clarification of conflicts 85
informing 75
Hidden conflicts distraction 60
transfer to another job 20
retreat 5
dispute resolution by court decision 90
Explicit conflicts negotiations 75
compromise 65
clarification of conflicts 90
Resource conflicts negotlauo_ns 65
compromise 25
retreat 20
negotiations 85
transfer to another job 80
. suppression of personal interests 75
Conflicts of purpose dispute resolution by court decision 25
retreat 20
distraction 10
clarification of conflicts 85
compromise 70
Conflicts of values dlstra_ctu_)n 60
negotiations 30
transfer to another job 15
retreat 10
negotiations 90
informing 85
. — clarification of conflicts 70

Conflicts of communication - -

distraction 20
retreat 10
suppression of personal interests 5

Copyright © 2021 Author(s), published by Vytautas Magnus University. This is an open access article distributed under
the terms of the Creative Commons Attribution Non-Commercial 4.0 (CC BY-NC 4.0) license, which permits unrestricted
use, distribution, and reproduction in any medium provided the original author and source are credited. The material
cannot be used for commercial purposes.

265


https://doi.org/10.15544/mts.2021.21
tel:2021

Semenchenko Alina, Nazarova Galina, Semenchenko Andrii, Nazarov Nikita, Urdukhanov Rustam
Diagnostics and Making Decision in Conflict Management at the Enterprise

It will be the creation of combinations of
types of conflicts presented in fig. 1, with the
most effective ways of resolving them (the
most effective are those ways of resolving
conflicts there the weight of the answers of the
respondents is more than 50%), which is
reflected in fig. 3.

As can be seen from fig. 4 hidden
conflicts can be resolved through methods
such as distraction, information and conflict
resolution; explicit conflicts are resolved by
compromise, negotiation, withdrawal or by
court order. It will be the creation of
combinations of types of conflicts presented in
fig. 1, with the most effective ways of

resolving them (the most effective are those
ways of resolving conflicts there the weight of
the answers of the respondents is more than
50%), which is reflected in fig. 3. As can be
seen from fig. 4 hidden conflicts can be
resolved through methods such as distraction,
information and conflict resolution; explicit
conflicts are resolved by compromise,
negotiation, withdrawal or by court order.

The main methods of resolving resource
conflicts are: negotiations, information and
clarification of conflicts. Conflicts of goals,
values and communications are also resolved
using the most effective methods inherent in
these types of conflicts.

Compromise

Resource conflicts

Negotiations

Hidden conflicts

Distraction

Informing

Conflicts of
purpose

Retreat

Suppression of
personal interests

Conflicts of values

Transfer to another
job

Clarification of
conflicts

Conflicts of

Court decision

communication

Figure 4. Possible ways of resolving conflicts taking into account the answers of the
respondents (Developed by the authors)
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Conclusion

For the most effective management of a
conflict situation, it is necessary to plan and
forecast reaction to it, then application of the
created combinations presented in
fig. 3 enables employees of the enterprise, who
directly interact with personnel, to have ready-
made models of behavior in a particular
management situation, to resist a particular

type of conflict using the most effective
methods inherent in this type.

The application of this system will allow
for the fastest response and resolution of
conflict situations, prevention of unnecessary
material, financial, time and emotional costs.

Due to timely resolution (and even better
— prevention) of conflict situations, any
company can easily achieve the planned

financial and economic goals due to the united
and fruitful work of the team.
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