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EXPERIENCE

The subject of study in the article is the process of socio-economic conflict management. The purpose of the work is to substantiate
the theoretical provisions and methodological approaches in the management of labor conflicts as a form of social and labor relations
based on Ukrainian and foreign experience. The following tasks are solved in the article: to investigate the essence and place of social
and labor conflict in the system of social contradictions; provide a classification of conflicts in the social and labor sphere; to study
the forms and methods of resolving social and labor conflicts: to analyze the success of conflict prevention in Ukrainian and foreign
practice. The following methods are used: method of analysis and synthesis, classification-analytical method, abstract-logical
method, historical-retrospective analysis and generalization. The following results were obtained: the concept of socio-economic
conflict is clarified. The classification of conflicts is carried out, which gives an understanding of the nature and essence of conflict
relations on the following grounds: the method of conflict resolution (antagonistic and compromise conflicts); spheres of conflict
(political, social, economic, organizational conflicts); direction of impact (vertical and horizontal conflicts); degree of conflict
confrontation (hidden and open conflicts); the number of participants in conflict interaction (intrapersonal, interpersonal, intergroup);
needs (cognitive and interest conflicts). Structural and interpersonal methods for resolving conflict situations are defined. An analysis
of the current state of resolution and prevention of labor conflicts in 2020 was conducted according to the National Service for
Mediation and Reconciliation. Foreign experience in resolving labor disputes has proved the feasibility of developing the following
ways to resolve labor disputes in Ukraine: with the help of special courts on labor and social security (sectoral justice); through civil
proceedings in general courts; through conciliation and arbitration procedures. Conclusions: The analysis allowed to determine the
essence of social and labor conflict as a form of social and labor relations at the micro, meso, and macro levels, which is manifested in
the opposition of the subjects of the socio-economic sphere. Applying the gained world experience it is possible to reduce social
tensions and to strengthen social and economic safety of the state.
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Introduction

Modern theory of labor economics is forced to
reconsider the nature and role of conflict in the
functioning of socio-economic systems in connection with
the permanent conflict situation in society, which is not
only a source of contradictions but also a driving force of
civilization. The inevitability of contradictions is a
manifestation of the law of unity and the struggle of
opposites, one of the classical laws of dialectics.
According to this law, any phenomenon or situation is
considered as a unity of opposing parties that are mutually
exclusive. The joint activity of people is accompanied by
a clash of different views on events taking place at the
micro, meso and macro levels of the socio-economic
environment.

Significant contribution to the formation of conflict
theory was made by such foreign authors as: Deming V.,
Siegert V., Simmel G., Lang D., Mall E., Levin K,
Kozer. J.l., Albert M., Deutsch M., Mescon M.,
Darendorf R., Parsons T., however, it should be noted that
sociological and behavioral approaches to conflict
management dominate in their works.

It is important to note that the subject of social
conflict has a long tradition, established in the works of
Aristotle, M. Weber, T. Hobbes, G. Simmel,
N. Machiavelli, K. Marx and other classics of the science
of man and society. Modern problems of conflict
management, strategies of behavior during conflicts, ways
of their constructive solution were investigated by
N. Vyshnyakova, S. Emelyanov, H. Cornelius,
U. Mastenbrook, E. Melibruda, M. Mescon, B. Withers,
S. Feir , V. Sheinov; Ways of realization of conceptual
provisions of management of social and labor conflicts
were considered by O.A. Grishnova, V.A. Dyatlov,

G.V. Zhavoronkova, O.M. Skibitsky, A.V. Kazanovsky,
Y.l. Palekha, M.l. Prystupa, V.O. Kudin and other
scientists.

Social and labor relations are a leading component of
the whole system of relations of society, which determine
the way of life of people, the structure of related processes
and relations. The level of development of social and
labor relations characterizes the degree of democratization
of society, the social orientation of its economic system,
the perfection of social relations in general. In this regard,
the importance of studying such a form of social and labor
relations as labor conflicts and scientific substantiation of
methodological and scientific and practical tools for
preventing and resolving contradictions in social and labor
relations is growing. It should be noted that the reasons for
the emergence of conflicting social and labor relations are
not isolated, they are interconnected, and their relationship
with social and labor relations is both complex and
problematic.

The purpose of this article is to substantiate the
theoretical provisions and methodological approaches in
the management of labor conflicts as a form of social and
labor relations based on Ukrainian and foreign experience.

Realization of the set purpose assumes the decision
of the following tasks: to investigate essence and a place
of social and labor conflict in system of social
contradictions; provide a classification of conflicts
in the social and labor sphere; to study the forms and
methods of resolving social and labor conflicts: to analyze
the success of conflict prevention in Ukrainian and foreign
practice.

Analysis of the problem and existing methods

The concept of conflict originates from the Latin
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word  "conflictus" collision. In textbooks on
conflictology by L. Yemelyanenko, V. Petyukha,
L. Torgova, A. Hrynenko [1], Dutkevych T. [2],
Vorozheykina 1., Kibanova A., Zakharova D. [3] are
provided various, but similar to the content definitions of
conflict. For example, A. Ershov defined the conflict as
the action of opposite, incompatible in this situation
motives, interests, types of behavior. N. Hryshyna
interprets the conflict as a conscious obstacle to achieving
the goals of joint activities, as a reaction based on the
incompatibility of characters, cultural foundations and
needs. According to D. Kaidalov and E. Sulimenko,
conflict is a clash of interests, views, attitudes, aspirations

Table 1. Scholars' views on the concept of "conflict"

of the individual. A. Kovalev defines conflict as a
phenomenon of interpersonal and group relations, as a
manifestation of confrontation, an active clash of
assessments, principles, opinions, characters, standards of
behavior.

Almost all scholars emphasize that the conflict is
based on contradictions that take the form of differences.
Conflicts can be hidden or overt, but they are based on a
lack of agreement. Therefore, we define a conflict as a
lack of agreement between two or more parties -
individuals or groups. In the table 1 other definitions of
the conflict by different authors are given.

Author Definition
Krysa O. [4] Conflict is a lack of agreement between two or more parties (individuals or
groups); clash of opposing views, positions, and interests.
Kuzmin O. [5] Conflict situation is the presence of reasons that create the preconditions for

conflict. Conflict situation that requires resolution provides the existence of
several mandatory elements: the parties to the conflict; object of conflict; the
driving force is an incident.

Balabanova L. [6]

Conflict is a special type of interaction, which is based on opposite and
incompatible goals, interests, types of behavior of people and social groups,
which are accompanied by negative psychological manifestations.

Zinchenko S. [7]

Conflict is a collision of opposite, incompatible tendencies, a single episode in
the mind, in interpersonal interactions or interpersonal relationships of
individuals or groups of people, associated with negative emotional experiences

The object of the conflict and its participants
together form the subject of the conflict, ie they are
considered as necessary prerequisites for the emergence of
a conflict situation. The incident leads to the beginning of
the conflict, plays the role of a catalyst. Conflict situation
is determined by objective circumstances, and the incident
occurs by accident, when the necessary preconditions are
created [8].

Traditionally, there are three fundamentally different
ways of resolving labor disputes.

First, a compromise based on reconciling the
interests of the conflicting parties (e.g., administration and
workers); at the same time each of the parties makes
concessions.

Second, unilateral suppression of one party to the
other (for example, the organization of strikebreaking, the
introduction of troops, forced labor).

Third, integrative, in which new ways and models of
behavior of the conflicting parties in the area that caused
the conflict are developed and implemented (for example,
privatization of the enterprise if the administration and
employees cannot reach an agreement) [9].

In most cases, it is the integrative way of resolving
the conflict that is optimal, because compromise and one-
sided ways only slow down their development, without
completely eliminating "tensions"”, without achieving a
full settlement of the conflict. Resolving conflicts caused
by objective contradictions involves their timely and
accurate diagnosis, joint search for ways to overcome.

Analyzing the approaches to the essence of the
phenomenon of social and labor conflicts, we can identify
the main system-forming components of the concept of
"conflict":

- the presence of interaction between different social
actors;

- the interaction is in the nature of a contradiction
perceived by the subjects or groups of subjects;

- contradiction is manifested in the opposition of the
subjects, aimed at protecting their interests by limiting the
activity of opponents.

Different approaches to the disclosure of
the concept of “conflict” due to the fact that
the study of conflict problems concerns different sciences:

psychology, sociology and economics. Therefore,
we will consider an interdisciplinary approach
to conflicts.

Problem solving.

To select an adequate method of influence and
management of the relevant conflict, it is advisable to
classify depending on the main features: the method of
resolution; spheres of manifestation; direction of
influence; degree of expressiveness; number of
participants; impaired needs (table 2).

Based on the classification, we define the types of
conflicts, ie the wvariant of conflict interaction,
distinguished by a certain feature.
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Table 2. Conflict classification

A feature of classification

Types of conflicts

1. Method of solving:

violent;
nonviolent

2. Sphere of manifestation:

political;
social;
economic;
organizational

3. Focus on influence:

vertical;
horizontal

4. Degree of expressiveness:

open;
hidden

5. Number of participants:

intrapersonal;
interpersonal;
intergroup

6. Needs:

cognitive;
conflicts of interest

The above classification gives an understanding of
the nature and essence of conflict relations, so let’s
consider it in more detail.

1. The method of resolving conflicts involves their
division into antagonistic (violent) conflicts and
compromise (non-violent) ones.

Violent (antagonistic) conflicts are ways of resolving
conflicts by destroying the structures of all parties to the
conflict or refusing all but one party to participate in the
conflict [10]. Compromise conflicts allow several options
for their resolution due to mutual change of goals of the
parties to the conflict, terms, conditions of interaction.

2. Areas of conflict are diverse: politics, economics,
social relations, views and beliefs of people. There are
political, social, economic, organizational conflicts.

Political conflicts are a clash over the distribution of
power, a form of struggle for power.

Social conflict is a contradiction in the system of
relations of people (groups), characterized by the
strengthening of opposing interests, trends of social
communities and individuals. Varieties of social conflicts
are labor or socio-labor, ie in the field of labor. This is a
large group of conflicts that have recently arisen in our
country very often in the form of strikes, pickets, speeches
by large groups of employees of organizations [1].

Economic conflicts are a wide range of conflicts,
which are based on the contradictions between the
economic interests of individuals and groups. It is a
struggle for certain resources, benefits, spheres of
economic influence, distribution of property, and so on.
These types of conflicts are common at different levels of
government [11].

Organizational conflicts are the result of hierarchical
relations, regulation of personal activities, and the use of
distributive relations in the organization: the use of job
descriptions, the functional assignment of the employee's
rights and responsibilities; introduction of formal
management structures; availability of provisions on
remuneration and evaluation of work, bonuses for
employees.

3. According to the direction of influence, there are
vertical and horizontal conflicts. A characteristic feature
of them is the distribution of power, which is in the
opponents at the time of the conflict.

In vertical conflicts, the amount of power decreases
vertically from top to bottom, which determines the
different starting conditions for the parties to the conflict:
chief - subordinate, higher organization - enterprise,
founder - enterprise [9, 10]. In horizontal conflicts there is
an interaction of equal in volume of available power or
hierarchical level of subjects: managers of one level,
experts - among themselves, suppliers - consumers.

4. The degree of severity of conflict confrontation
involves the allocation of hidden and overt conflicts [12].

Open conflicts are characterized by a pronounced
clash of opponents: quarrels, disputes, clashes. Interaction
is governed by norms that correspond to the situation and
status of the parties to the conflict. In the case of a hidden
conflict, there are no external aggressive actions between
the parties, but indirect methods of influence are used.

5. The number of participants in conflict interaction
allows to divide them into intrapersonal, interpersonal,
intergroup [1, 3].

Intrapersonal conflicts are a clash within the
individual equal in strength, but oppositely directed
motives, needs, interests. The peculiarity of this type of
conflict is the choice between desire and ability, between
the need to perform and compliance with the necessary
norms.

Intergroup conflicts — conflicts between different
groups, units, which affect the interests of people united
during the conflict into a single cohesive community. It
should be noted that this cohesion may disappear
immediately after the end of the conflict, but at the time of
defending the common interest, the unity of the group can
be quite significant.

Interpersonal conflicts are clashes of individuals with
a group, among themselves, the struggle for the interests
of each party. This is one of the most common types of
conflict.

6. Cognitive conflicts and conflicts of interest are
distinguished depending on the broken needs [2, 13].

Cognitive conflict is a conflict of views, points of
view, knowledge. In such a conflict, the goal of each
subject is to convince the opponent, to prove the
correctness of his point of view, his position. Conflicts of
interest can be represented as a counterbalance to
cognitive conflict, which means confrontation based on
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the conflict of interests of different opponents (groups,
individuals, organizations).

Table 3. Methods of resolving conflict situations

Existing methods of resolving conflict situations are
divided into two groups: structural and interpersonal
(table 3).

Structural methods

Clarification of the requirements for
the content of the work

Delegation to individuals or structural units of clearly defined powers to perform the
assigned functions and acquaintance with the responsibility for their implementation,
prompt proof of the maximum available useful information on this issue);

The principle of using the hierarchy
(appeal to the head) in resolving

conflict situations decision;

Hierarchy determines the order of interaction and subordination, regulates information
flows and indicates which person is responsible for making a particular management

Subordination of the purposes of
divisions to the general

organizational purposes. achievement;

The overall goal of the organization, to which the other goals of the units are subordinated,
forces all units, formal and informal groups and individuals to contribute to its

Influence on behavior through the

reward system or groups of individuals.

A fair reward has a positive effect on people's behavior and avoids destructive conflicts. It
is important that the reward system does not encourage negative behavior by individuals

Interpersonal methods

1. Evasion

A person (group of people, enterprise, part of society), anticipating the aggravation of the
situation seeks to avoid actions that provoke the incident [22, p.53-61].

2. Smoothing

There are no signs of a future conflict, there is an active prevention of its manifestation,
the contradictions of the parties are eliminated or veiled. The device style is used in the
following typical situations:

- if necessary, maintain good relations with opponents;

- the importance of the result for opponents.

3. Coercion

Control over the situation and regulation of its development. In the undesirable direction
of the conflict, the person who is endowed with power and authority intervenes and uses
force to influence the situation, directs the desired direction to the conflict.

4. Compromise
involved in the conflict.

Temporary or neutral solution to the problem, which conditionally satisfies all parties

Rivals (opponents) make mutual concessions partially accept the point of view of the other
party or postpone the solution of the issue for the future, leaving it open. Compromise is
sometimes the last chance to make a rational decision.

5. Conflict resolution

unmet.

The most desirable and radical way to develop the situation. The parties get acquainted in
detail with the arguments both for and against, make mutual concessions, and resolve key
issues by collective decision-making. This style is especially effective when the parties
have different hidden needs and cannot identify the reasons why these needs remain

A special type of conflict is a labor or social-labor
conflict. According to Art. 2 of the Law of Ukraine "On
the Procedure for Resolving Collective Labor Disputes
(Conflicts)", a collective labor dispute (conflict) is a
disagreement that has arisen between the parties to social
and labor relations regarding:

a) the establishment of new or changes in existing
socio-economic conditions of work and industrial life;

b) concluding or amending a collective agreement;

c¢) implementation of a collective agreement, contract
or some of their provisions;

d) non-compliance with the requirements of labor
legislation [14].

To regulate the interaction of the parties to the labor
conflict on the basis of consensus and constructive
resolution of problems in Ukraine, the National Mediation
and Reconciliation Service (NMRS) has been established,
which is an independent mediator in resolving and
preventing labor conflicts.

Thus, in 2020, the NMRS took part in the resolution
of 377 collective labor disputes (conflicts) (3 - at the
national, 3 - at the sectoral, 6 - at the territorial, 365 - at
the industrial level), which directly involved more than
1.4 million employees 6778 of economic subjects [15].

The largest number of labor conflicts was registered,
in particular, at enterprises, institutions, organizations of
Lviv (93), Zakarpattya (56), Mykolaiv (24) and Volyn
(24) regions; among the types of economic activity - at
enterprises, institutions, organizations of the budget
sphere (117), transport (37), public administration (34,
which is 36% more than in 2019), mechanical engineering
(27), mining and quarrying (21, which is almost 2 times
more than in 2019).

In total, in 377 disputes, employees made 767
claims, which is 6.7% more than in the previous year, of
which: 455 (59%) — for non-compliance with labor
legislation; 151 (20%) — on the implementation of the
collective agreement, agreement or some of their
provisions; 142 (18%) — on the establishment of new or
changes in existing socio-economic conditions of work
and industrial life; 19 (3%) — on the conclusion or
amendment of a collective agreement, agreement [15].

As a result of the measures taken by the NMRS to
facilitate the resolution of conflicts and prevent their
occurrence, wage arrears in the amount of UAH 690.8
million or 57% of the total debt (UAH 1 billion 203.5
million) were repaid, which was the main reason disputes
and conflict situations, and UAH 134.5 million was
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deregistered due to the termination of employment
between the parties, including the dismissal of more than
two-thirds of employees who demanded the repayment of
arrears of wages.

Foreign experience in resolving labor disputes
suggests three ways of possible dispute resolution:

1) with the help of special courts on labor and social
security (sectoral justice);

2) through civil proceedings in general courts;

3) through conciliation and arbitration procedures.

In European countries, the United States and Japan
great importance is paid to the pre-trial procedure for
resolving labor disputes and conflicts.

In the United States in 1947 under the Ministry of
Labor was established Federal Service for Mediation and
Reconciliation (FSMR), which 30 years later received the
status of an independent organization. The FSMR has a
list of 1,700 qualified independent arbitrators whose task
is to consider the dispute impartially and render its
verdict. In the United States, in addition to the FSMR,
there are other organizations - the American Association
of Arbitrators, the National Academy of Arbitrators,
which also mediate at the invitation of the parties. In total,
the United States has 5,000 arbitrators who hear more than
100,000 cases each year. Labor relations in the public
sector are regulated by the Federal Board of Labor
Relations [12, 16].

In Japan, the Labor Relations Law provides for three
ways of resolving labor disputes out of court: conciliation,
mediation, and arbitration. All these methods fall within
the competence of the Labor Relations Commission. It
includes representatives of trade unions and employers, as
well as members of the public. Reconciliation of the
parties is carried out with the help of a mediator appointed
by the commission. The mediator has the right, having
studied the situation, to propose his own project to resolve
the conflict. Mediation negotiations are carried out by a
mediation committee set up by the Labor Relations
Commission on a tripartite basis from representatives of
the trade union, the employer and the public. The parties
retain the right to accept or reject proposals made by the
committee [13]. Arbitration is carried out through a
special arbitration committee, which includes authoritative
members of the Commission on Labor Relations. The
decisions of the arbitration panel shall be binding on both
parties to the conflict.

Conciliation and arbitration procedures are the first
stage of labor dispute settlement in the UK, France and
Italy. In Spain, according to Royal Decree No. 5 of
January 26, 1979, no labor court is allowed to accept a
claim for consideration unless there has been an attempt to
reconcile the parties.

The mediation method is widely used in the
Scandinavian countries. Labor conflicts that are not
resolved with the help of intermediaries are considered by
national parliaments, which adopt special resolutions. In
Lithuania, according to the current legislation, the conflict
is regulated by the reconciliation committee, which
compiles.

In Estonia, a trade union has the right to seek help in
resolving a conflict from a higher-level organization (such

as a national-level trade union), which in turn forms a
conciliation commission of employers' and trade unions'
representatives. If the conciliation commission does not
reach an agreement, the labor dispute is referred to a state
mediator, who can personally take up the case or appoint a
local mediator. [16, 17].

In Hungary, there is a Service for Mediation and
Avrbitration of Social and Labor Relations. Mediators who
are members of this service are appointed by the Minister
of Labor in agreement with the social partners. The
service is financed from the state budget. The Service is
obliged to report annually on its work to the tripartite
National Council for Reconciliation of Interests.

In Poland, the Law on the Procedure for Resolving
Collective Labor Disputes provides for the involvement of
a mediator in order to reach an agreement between the
parties. A characteristic feature of the Polish system is that
the parties usually invite well-known, respected people to
become mediators - deputies and senators, ministers,
prominent religious figures. If the parties to a collective
conflict have not agreed on the candidacy of a mediator,
he may be appointed by the Ministry of Labor from a list
of mediators on the proposal of one of the parties [1, 13,
16].

In Romania, in the event of a conflict, trade union
representatives inform the Ministry of Labor, which is
obliged to appoint a mediator within 24 hours, who is
instructed to carry out the conciliation procedure. The
parties are not obliged to agree to the mediator's
proposals. In case of disagreement, the conflict may be
referred to an arbitration commission.

In Croatia, mediation is mandatory in resolving
conflicts related to the signing, amendment or
prolongation of a collective agreement. Other industrial
disputes may also be subject to a mandatory mediation
procedure if the parties have not agreed on alternative
methods of resolving such conflicts. In the event of a
conflict, a "council of mediators” is created with three
members: one employee, one employer and one
"mediator”, who is appointed from a list drawn up by the
economic and social council. Mediation must be
completed within five days [2, 6].

World experience convincingly shows that the
problems of the economy and social life, including in the
field of hired labor, are best solved if the focus is not on
confrontation, but on achieving social harmony,
coordination of interests of different social groups. Each
country has its own characteristics of conflict resolution.
However, there is a single general rule: collective
economic disputes are usually considered in the
conciliation procedure; as such disputes are usually
associated with the creation of new legal norms [16]. For
example, in the United States, the conciliation method is
used to resolve collective economic conflicts, and for
collective legal conflicts, judicial and administrative
proceedings are used; in the United Kingdom, the
conciliation and arbitration method is used for all types of
labor disputes; in France, collective economic and legal
conflicts are resolved through the conciliation method,
and legal intervention is provided for the resolution of
legal conflicts.
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The conclusion of collective agreements in Austria is
a prerequisite for all areas of activity and applies to all
employees. Instead, they are valid only within one
enterprise and apply only to it. The basis of social
partnership is the principle of cooperation between
employers and employees, which is implemented in the
form of negotiations, collective agreements and collective
agreements,  coordination  of  draft  regulations,
consultations in decision-making by social partners at all
levels.

Conclusions

The analysis allowed to determine the essence of
social and labor conflict as a form of social and labor
relations at the micro, meso, and macro levels, which is
manifested in the opposition of the subjects of the socio-
economic sphere. Social contradictions lead to a conflict

constructive and destructive. It can be argued that to some
extent social and labor conflicts are becoming an integral
part of public life, because social and economic
inequality, stratification of society, non-compliance with
labor legislation; wage arrears, social and environmental
security create permanent contradictions, the solution of
which requires the intervention of both government
agencies and civil society. The given classification of
conflicts in the social and labor sphere allows to develop
preventive measures in the prevention of conflicts,
applying certain forms and methods of the decision of
social and labor conflicts. Analysis of conflict prevention
tools in Ukrainian and foreign practice has shown that a
common feature is the mandatory use of procedures aimed
at achieving social consensus, coordination of the interests
of various social groups through the mediation of state and
non-state institutions. Applying the gained world
experience it is possible to reduce social tensions and to

situation, the development of which can be both  strengthen social and economic safety of the state.
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YIIPABJIIHHS COOIAJIBHO-TPYTOBUMH KOH®JIIKTAMMU: YKPATHCHKHUHA
TA 3APYBIDKHUU JOCBIJ

IIpeamerom 10CTiHKEHHS B CTaTTi € MPOLEC YHIPABIIHHS COLIATbHO-EKOHOMIYHIMH KOH(mikTaMu. MeTa poOoTH — 00IpyHTYBaHHS
TEOPETHYHUX MOJOXKEeHb Ta METOAUYHHMX MiAXOAIB B YHPABIiHHI TPYAOBHMH KOH(IIKTaMH sSK (OPMOIO COLIATBHO-TPYIOBHX
BIZTHOCHH Ha OCHOBI yKpaiHCBHKOTO Ta 3apyOiXKHOTO TOCBiXy. B cTaTTi BUPINIYIOTECS HACTYIHI 3aBAAHHSA: JOCIIIUTH CYTHICTB 1 MicIie
COLaTbHO-TPYAOBOTO KOH(MIIIKTY B CHCTEMi COLIaJIbHUX CYNEepPEeYHOCTel; HaBecTH KiIacu(pikamilo KOHQIIKTIB y COMiabHO-TPYIOBIH
chepi; mocmiguté GopMH i METOIM BHPIIMICHHS COLIAIBHO-TPYJOBHX KOH(IIKTIB: NMPOBECTH aHAI3 YCIHIIIHOCTI 3amoOiraHHs
KOH(ITIKTaM B YKpaiHCBHKill Ta 3apyOiXHil NPaKTHIli. BUKOPHCTOBYIOTECS Taki MeTOAM: METO aHANI3y Ta CHHTE3Y, KiacudikaniiiHo-
AHATUYHANH METOA, a0CTPAaKTHO-JOTIYHUH METOH, ICTOPHKO-PETPOCIIEKTHBHUI aHaji3 Ta y3arajbHeHHS. OTpHUMaHO HACTYIHI
pe3yJbTaTH: YTOYHEHO MOHSITTS COLiabHO-eKOHOMiuHOro KoH(mikTy. [IpoBenena kiacudikaiis KOH(IIKTIB, sika Ja€ PO3yMiHHS
LI0Z0 NMPHUPOAM 1 CYTHOCTI KOH(IIKTHUX BIJHOCHH 3a HACTYNHUMH O3HAaKaMH: CIOCI0 po3B’s3aHHA KOH(IIKTIB (aHTaroHiCTHYHI
(HacUITBHHIBKI) KOH(IIKTH Ta KOMIIPOMICHI (HEHACHUIIBHUIIBKI); chepu mposiBy KOHGUIIKTIB (MOMITHYHI, cOLiaibHi, SKOHOMIiYHi,
OpraHizamiifHi KOH(QJIIKTH); CIPSIMOBAaHICTh BIUIMBY (BEpPTHUKAJbHI M TOPU3OHTANBHI KOH(IIKTH); CTYHiHb KOH(QUIIKTHOTO
MIPOTUCTOSIHHSL  (NPUXOBaHi 1 BIAKPUTI KOH(QIIKTH); KUIBKICTh  YYacHHKIB KOH(QUIIKTHOI B3aeMoxii (BHYTpPiOCOOMCTICHI,
MDKOCOOMCTICHI, MDK TIpymHoBi);  moTpeOu (KOTHITHBHI KOH(QIIKTH Ta KOH(QIIKTH iHTepeciB). Bu3HaueHi cTpykTypHi Ta
MDKOCOOHCTICHI METOM BHpILIeHHsS KOHQIIKTHUX cuTyawlii. [IpoBeneHo aHaii3 yKpalHCHKOTO Ta CBITOBOTO JOCBiJY BHUPIIICHHS
couianbHO-TpyAoBUX KOH(DIiKTIB. 3a manmmu HarmioHanpHOI CIy)XOM MOCEpPEIHUITBA i MPUMHPEHHS 3IIHCHEHO IOCIiHKEHHS
Cy4YacHOTO CTaHy BHpIlIEHHA Ta 3amobiraHHi TpyaoBuM koHGuiktam y 2020 poui. 3apyOiKHHI OOCBiA BUPIMICHHS TPYIOBUX
KOH(JIIKTIB TOBIB AOIIJIBHICTh PO3BUTKY B YKpaiHi HACTYIHUX IUIAXiB BPETyJIIOBAaHHS TPYJOBUX CIIOPiB: 32 TOMOMOTOIO CIICIialIbHAX
CyIiB 13 IHUTaHb Mpali Ta COLIaJFHOTO 3a0e3meueHHs (Taly3eBe MPaBOCYAIs); Yepe3 LUBUIBHHK MpOLEC Yy 3aralbHUX CyOax; 3a
JOTIOMOTOI0 TIPUMHUPHUX 1 apOiTpakHuXx mporenyp. BucHoBku: [IpoBexeHuii aHai3 I03BOJKMB BH3HAYHTH CYTHICTH COLaJIBHO-
TPYZOBOTO KOH(QIIKTY SK (OPMH COIaIbHO-TPYIOBHX BIIHOCHH Ha MIKpO, M€30, Ta MaKpOpPIBHSX, IO BUSBISETHCS B MPOTHIIT
Ccy0'eKTIB  COIIATIbHO-CKOHOMIUHOI cdepr. 3acTOCOBYIOUYM HAmpalbOBaHHHA CBITOBHHA JOCBIT MOXKHA MOCTa0MTH COIiaJIbHY
HAMPYKCHICTh Ta 3MIIHUTH COLiaIbHO-CKOHOMIYHY O€3MeKy JIepKaBu.

KunrouoBi cioBa: KoHQIIIKT, KOHQIIIKTHA CUTYallisl; COLIAILHO-TPY/OBI BiTHOCHHHM; IPOTHPIYYs; KOJEKTHBHI TPYIOBI CIIOPH;
MOCEPEIHUIIBKI MTPOIEAYPH; IPUMHPHI MPOLEAYPH.

YIPABJJEHUE CONUAJBHO-TPY TIOBBIMUA KOH®JIUKTAMMU: YKPAUHCKHI
N 3APYBEXKXHBIU OIIbIT

IIpeaMeTOM HCCIEIOBAHUS B CTAaThe SBIACTCS TPOLECC YNPABICHHUS COLHATBHO-9KOHOMHYECKMMH KoH(pukTamu. Ileab paboTel —
000CHOBAHHME TEOPETHYCCKUX MOJNIOKEHUH M METOJMYECKUX IMOAXOJO0B K YIPABICHHIO TPYIOBBIMH KOHQMIMKTaAMH Kak (opmoit
COLMATBHO-TPYAOBBIX OTHOLICHHI Ha OCHOBE YKPAaHMHCKOTO W 3apyOEKHOTO OMNbITa. B CTaThe pemIatoTcs CIEAyIONHe 3agadM:
HCCIIEIOBAaTh CYLIIHOCTH M MECTO COLMANbHO-TPYIOBOIO KOH(IMKTa B CHCTEME COLMAJIBHBIX IPOTUBOPEYHH; IPOBECTH
KJIacCH(UKAIMI0 KOHQIIMKTOB B COLMAIBLHO-TPYJIOBOH chepe; uccienoBaTb (GOPMBI M METOIbI PELICHHs COLMAIBHO-TPYIOBBIX
KOH()JIMKTOB: NPOBECTH aHAJIN3 YCIIEITHOCTH NMPEAOTBPAIeHNs] KOH(IMKTOB B YKPAaUHCKOH U 3apy0exHOM npakTuke. Mcnons3yoTes
CIICIyIOIIMEe MeTOJAbl: METOJ aHaIu3a U CHHTE3a, KIACCH(QUKALMOHHO-aHAIMTHYECKUII MeTox, aOCTPaKTHO-JOTHMYECKUH MEeTos,
HCTOPUKO-PETPOCIIEKTUBHBIH aHamu3 M 00oOueHne. ITomydeHbl cleqyronue pe3yJabTaThl: YTOYHEHO IIOHATHE COLMAIbHO-
9KOHOMHYeCKoro koHGuukTa. IIpoBeneHa kimaccudukanus KOH(QIUKTOB, KOTOpas JaeT MOHMMAaHHE O MPUPOJE U CYLIHOCTH
KOH(JIMKTHBIX OTHOIICHUH 10 CIEAYIOIIMM HPH3HAKaM: CIOCOO pelIeHUs KOH(IMKTOB (AHTarOHUCTHYECKHE M KOMIIPOMHCCHBIC
KOH(IHUKTHI); cepbl MPOSBICHUS KOHPIUKTOB (MTOJUTHYECKUE, COIHATIbHBIC, SKOHOMHYECKUE, OPraHU3AIMOHHBIE KOHQIIUKTHI);
HaIpaBJICHHOCTb BO3JICUCTBUS (BEPTHKAIBHBIE U TOPH30HTAJIbHBIE KOH(IIUKTHI); CTENEHb KOH(QIMKTHOTO MPOTUBOCTOSIHUS (CKPBITHIE
U OTKPBITBIE KOHMINKTHI); KOJIMYECTBO YYACTHUKOB KOH(MIMKTHOT'O B3aUMOJCHCTBYS (BHYTPHIMYHOCTHBIC, MEKINUYHOCTHBIE, MEXTY
IPYIIOBBIE); HOTPEOHOCTH (KOTHUTHBHBIE KOH(IMKTHI U KOHGIUKTHI MHTEpecoB). OnpeneneHbl CTPYKTypHBIE U MEXJINYHOCTHEIC
METOJIbI pa3pelieHns] KOHQIIMKTHBIX cUTyanuid. [IpoBesieH aHaIu3 YKpauHCKOTO M MHPOBOTO OMBITA PEIISHHUS COLMAIBLHO-TPYIOBBIX
koH(nuKTOB. ITo nanHbIM HarmoHaneHOW CiyObl MOCPEJHUYECTBA U NPUMHUPEHHS MPOBEACHO HCCICIOBAHHE COBPEMEHHOTO
COCTOSIHUSI PEUICHUs ¥ TIPEIOTBPALICHUS TPYIOBBIX KOHPIUKTOB B 2020 roxy. 3apyOeKHBII OIMBIT PEIICHUS TPYIOBBIX KOH(IMKTOB
JI0Ka3aJ IIeIeco00pa3HOCTh Pa3BUTHA B YKpPAaWHE U TAKHUX ITyTEH yperyJIHpoOBaHHs TPYIOBBIX CIHOPOB: C ITOMOIIBIO CIEIHAIBHBIX
CYZIOB IO BOIIpOCaM TPYJa M COLMATIBLHOTO obecrieueHus (0TpacieBoe MpaBoCcyue); Yepes rpaxkJaHCKUi Ipoliece B 00IIMX Cy/ax; C
HOMOIIBIO TPUMHUPHTEIBHBIX ¥ apOUTPaXHBIX mpoueayp. BuiBoabl: IIpoBeneHHbIM aHaIM3 MO3BOJIMI ONPENCIHTh CYIIHOCTH
COLMAIBHO-TPY/IOBOrO KOH(QUIMKTAa Kak ()OPMBI COLHUAILHO-TPYIOBBIX OTHOLICHMH HAa MHKPO-, ME30 U MAaKpOYPOBHSX, 4YTO
HPOSIBISICTCS] B POTHBOICHCTBUH CyOBEKTOB COLHANBHO-IKOHOMHYECKOit cdepsl. [IpumMenss HapaGOTaHHBIH MHPOBOM OIBIT MOXKHO
0cnabuTh COLMANBHYIO HANPSHKEHHOCTD M YKPEIIUTh COLMATbHO-9KOHOMHYECKYIO0 0€30I1aCHOCTh TOCY1apCTBa.

KioueBble ciioBa: KOH(IMKT; KOHGIHNKTHAS CHTYallHs; COLHAIBHO-TPYJOBbIC OTHOILICHHS; MMPOTHBOPEUHS; KOJUICKTHBHbIC
TPYJOBBIE CIIOPBI; TIOCPEIHUYECKIE MTPOLIEAYPhI; IPUMUPUTEIIBHBIC TIPOLIETYPHI.
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