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1.0. NOVIK
LEADERSHIP AND CONFLICT MANAGEMENT IN INTERNATIONAL ECONOMIC RELATIONS

The article is devoted to the issue of conflict management in international economic relations. The idea that conflict is an inevitable process in any
organization is grounded. The main positive and negative sides of the conflict are considered. All difficulties that arise in the process of conflict
management in international economic relations are systematized. The paper provides a comparison of two main types of conflicts: positive and negative,
as well as examples illustrating them. The author comes to the conclusion that good conflicts are a lever for the development of the company, and they
are potentially positive for the business. The idea is substantiated that for most companies the main reason was and remains a conflict of interests of
employees. The reasons for the leader’s time spent on conflict resolution are identified. Particular attention is paid to ways of resolving conflict situations,
namely: the right timing, awareness of one’s boundaries, respect for others and the fight against stress. The article also discloses information on the five
main strategies for behavior in a conflict situation and each of them is considered in detail. The following conflict strategies are highlighted: avoid,
collaborate, compete, adapt and compromise. Compromise is seen as one of the most effective strategies for managing conflicts in international economic
relations. A vivid example of successful resolution of conflicting information based on the adoption of the point of view and values of another person
is given. The conclusions are formulated based on the results of the study.

Keywords: leadership, conflict management, organization, business, workplace, conflict resolution, . international economic relations

1.0.HOBIK
JIZEPCTBO TA VIPABJIHHA KOH®JIIKTAMH B MIKHAPOJHUX EKOHOMIYHUX
BIJHOCHHAX

CTaTTs NpUCBAYCHA MUTAHHIO YIIPaBIIiHHS KOHQIIKTaMH B MiXKHAPOJHIUX €KOHOMIUHMX BiHOCHHAX. OOIPYyHTOBYEThCS ifiest PO Te, 110 KOH(ITI KT - 1e
HEeMHHY4Hii rpoliec B Oyab-sikili opraHizauii. PO3ristHyTo oCHOBHI ITO3UTHBHI i HeraTHBHI cTOpoHM KoH(mikTy. CHCTeMaTH30BaHi BCi TPYIHOILI, SKi
BMHMKAIOTh B MPOLECI yIPaBIiHHA KOH(IIKTaMH B MKHAPOAHUX EKOHOMIYHHX BiIHOCHHaX. B po0OTI 1aeThcst MOPIBHAHHSA JBOX OCHOBHHUX BH JiB
KOH(JIKTIB: MO3UTUBHHUX i HETAaTHBHHUX, a TAKOXX HABOAATBCS MPUKIIAMM, 1O 1TOCTPYIOTh iX. ABTOp NPUXOMUTH O TOTO, 10 XOPOII KOHPIIKTH €
Ba)XKeJIEM, 1110 CIIPUSIOTH PO3BUTKY KOMIIaHil, i BOHU € MOTEHLifHO MO3UTHBHUMHU 115t Gi3Hecy. OOIpyHTOBYEThCS AyMKa MPO T€, IIO I OiN bIIOCTI
KOMIIaHiii OCHOBHOIO NMPUYHHOI OyB i 3a/mMIIaeThest KOHQIIIKT iHTepeciB crniBpoOi THUKIB. BUABIEHO MPUYMHM BUTpAT Yacy Jijfepa Ha BUPIIICHHS
KOHQIiKTIB. Oco0OIMBY yBary MpHIiNEHO crocobaM BHUpIilICHHS KOHQIIKTHMX CHTyalii, a came: NMpaBUIIbHMI BHOIp 4acy, YCBiJOMIICHHS CBOiX
KOPJIOHIB, TIOBATy 110 BiJHOIICHHIO JI0 iHIIMX i 60poTHOa 3 Harpyroro. Takox B CTaTTi PO3KPHBAETHCS iH(OPMALlis 3 IPUBOAY IT'SITH OCHOBHHUX CTpaTeriit
MOBEJIIHKM B KOH(IIKTHIH cUTyallii i KOXKHA 3 HUX PO3MIAAAETHCS JeTallbHO. BuaineHo HactynHi crpaterii KOH(IIKTY: yHUKaTH, CHIiBIIpaItOBaTH,
KOHKYpYBaTH, MPUCTOCOBYBaTHCS 1 T Ha kommpomic. Kommnpomic posrispaerbcs SIK OfHa 3 HaWOuIbll eQeKTHBHUX cTpaTeriii B IpaBJiHHI
KOH(UIIKTAMH B MDKHApPOJHMX EKOHOMIYHMX BifiHOCMHaX. HaBOOUTHCS sACKpaBMH MNpPUKIAJ] YCHILIHOIO BHpilIeHHA KOHQIIKTHOI iH(opmarii,
3aCHOBAHMM Ha NPUIHATTI TOUKH 30py 1 LiHHOCTEH iHIIOT moanHU. CdhopMyIbOBAHO BUCHOBKH 32 PE3YJIbTATAMH MTPOBEICHOTO JOCIIJDKEHHS.

KuarouoBi ciioBa: ninepctBo, ynpapiiHHS KOH(IIIKTaMH, OpraHizanis, 0i3Hec, podode Miclie, BUpIIEHHs KOH(IIIKTIB, MDKHAPOIHI €KOHOMI4HI
BiIHOCHHH .

H.A-HOBHK
JIMAEPCTBO U YITPABJIEHUE KOH®JINKTAMU B MEXIYHAPOJHBIX DKJIOHOMUYECKHUX
OTHOHIEHUAX

CTaThs HOCBSIUEHA BONPOCY YIpPaBICHHS KOH(GIMKTAMH B MEKIYyHAPOAHBIX SKOHOMHYECKHX OTHOIICHHSAX. OOOCHOBBIBACTCS HIES O TOM, YTO
KOH(UIMKT — 3TO0 HEen30EeXKHbIil Mpolecc B JIF000H opraHu3aui. PaccMOTpeHbI OCHOBHBIC MOJOKHUTEIBHBIC U OTPHIATEIbHBIC CTOPOHBI KOH(INKTA.
CHcTeMaTH3MPOBaHbI BCE TPYAHOCTH, KOTOPbIE BOSHUKAIOT B IPOLIECCE YIPABICHUE KOH(INKTAMH B MEKIYHAPOIHBIX SKOHOMUYECKHX OTHOIICHUSX.
B pabote naetcst cpaBHEHHE ABYX OCHOBHBIX BUIOB KOH(IMKTOB: MO3UTHBHBIX U HETaTHBHBIX, @ TAK/KE IPHBOASITCS IPUMEPHI, HILTIOCTPUPYIOIIHE HX.
ABTOp NPHXOIUT K TOMY, YTO XOPOIINE KOH(IMKTHI SBIAIOTCS PbIYArOM, CIIOCOOCTBYIOIIUM PA3BUTHIO KOMIIAHUH, H OHH SBIISIIOTCS TOTCHLUATBHO
MOJIOKUTENIBHBIMU /111 Ou3Heca. OOOCHOBBIBACTCS MBICIb O TOM, YTO ISl OOJMBIIMHCTBA KOMIAHUI OCHOBHOW MPUYMHOW OBLIT M OCTaeTcs KOH(IMKT
MHTEPECOB COTPYAHUKOB. BBISBICHBI IPUYHHBI 3aTPAT BPEMEHH JIMACPa Ha pasperieHue KoHPIMKToB. Ocoboe BHUMAHHUE YACICHO CHOCO0aM peleH s
KOH(UIMKTHBIX CHTYAalWii, a HMEHHO: [PABHJIBHBIA BHIOOD BPEMEHH, OCO3HAHHE CBOMX I'PAHHI, YBa)KCHHE [0 OTHOLICHHIO K APYrUM H Gopsba ¢
HanpspkeHneM. Takke B CTaTbe PacKphIBaeTcss HHGOPMAIHS O TOBOAY IISITH OCHOBHBIX CTPATErHil ITOBEACHHS B KOH(IMKTHOH CHTYAllNH U KaXIast H3
HHX PAaCCMaTPHBACTCS JACTaJIbHO. BBIACICHBI CIIEAyOIMe CTpaTeru KoHGIMKTa: H30eraTh, COTpyAHUYATh, KOHKYPUPOBATH, IIPUCIOCAOINBATECS 1
naT Ha Kommpomucce. Kommpomuce paccMaTpuBaeTcst Kak ofHa 13 Haubosee 3O eKTHBHBIX CTPAaTeruii B IPaBICHHN KOH(GINKTAMI B MEK/IyHAPOIAHBIX
9KOHOMHYECKHX OTHOIICHHSX. [IPHBOAUTCS SIPKUIA IIPUMEp YCIICIIHOTO pa3pelieHus KOH(GINKTHON MH(OPMALHK, OCHOBAHHBIH HA MPUHATHH TOYKA
3peHHs U LIeHHOCTeH Apyroro denoseka. C(hopMypoBaHbl BBIBOABI [0 PE3YIbTaTaM MPOBEACHHOTO HCCIICI0BAHUS. .

KiioueBble ¢J10Ba: IMACPCTBO, yIPABICHNE KOH(IMKTAMHU, OpraHu3aius, OnusHec, pabodee MECTo, paspeliecHue KOH(INKTOB, MEXLyHAPOJHBIC
9KOHOMHYECKHE OTHOLICHHUS

Introduction. Leaders with conflict management
skills have the ability to address and resolve the
contradictory interests of two or more parties in a high—
emotion, low-trust environment. When conflict is managed
effectively, it can bring new levels of understanding,
empathy and trust between parties.

Conflict is inevitable in project teams involving more
than one person. Project managers and team members must
manage conflict effectively for successful project delivery.
The ability to manage conflict is considered to be a core
leadership competence and can help project teams to grow
and advance. However, conflict management is one of the

most difficult soft skills that someone can master and
develop.

Actuality. Conflict doesn't just appear out of nowhere.
There are always signs warning that a conflict is developing.
Managers who know what these signs are can be more
effective leaders by confronting the problem before it rages
out of hand. By understanding conflict in the early stages,
your organization will run much more smoothly and overall
productivity levels will be increased considerably. What are
these subtle signs of conflict to look for?

Literature analysis. The founders of the first
leadership concepts are Leigh Richards, Jayne Thompson
[1], Miranda Brookins, Michelle Seidel,S. Kilbourne [3],
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Ruth Mayhew [4], Dan McCarthy [5], David Ingram [7]
and others.

Beginning in the 1970s, interest in leadership studies
increased even more, as the evidence there appeared the
works of D. McGregor, R. Likert, R. Blake and D. Mouton,
F. Fiedler, P. Hersey and C. BlancShar, V.Vrum and F.
Yetton, T. Mitchell and F. Haus, R. Tannenbaum, W.
Schmidt and others.

Problem statement. The world we live in always
seems to contain wars and conflicts. Just by looking back
over 100 years, history is filled with major wars like the two
World Wars, the constant scare of escalation of threat during
the Cold War and more recently The Afghan and Iraq War.
Despite the fact that people always talk about the need for
peace, the world is instead filled with fear and constant
security threats. Since the First World War many theorists
and political scientists have tried to come up with a solution
on how to create a peaceful international environment but
with no real achievement. This leads to a natural conclusion
that there are certain obstacles that prevent cooperation
between states. This essay will analyse the main difficulties
to cooperation. In order to do that, it is necessary to look at
some present theories that suggest they have the answer to
why cooperation is so hard to accomplish [10].

Main part. In general, conflict is divided into good

and bad conflict. Conflict can be good for organizations
because it encourages open—-mindedness and helps avoid the
tendency toward group think that many organizations fall
prey to. The key is learning how to manage conflict
effectively so that it can serve as a catalyst, rather than a
hindrance, to organizational improvement.
Although it is often assumed that people avoid conflict,
many people actually enjoy conflict to a certain degree
because it can be the stimulus for new thinking. Considering
a different point of view — which represents conflict—can
open up new possibilities and help to generate new ideas
that might otherwise have not been considered.

Organizational conflict usually leads to a series of
questions for those on both sides of any issues. Those
questions can lead to new ideas and breakthroughs in
thinking that can benefit individuals, departments and
organizations. When there is no conflict, nothing changes.
There is no need to question or challenge the status quo.
Conflict represents an opportunity to reconsider, which can
lead to breakthrough thinking.

On the opposite side, bad conflict lowers team energy
or morale, reduces productivity, prevents job
accomplishment, creates destructive behavior, and fosters
poor performance [2].

For example, unresolved conflict threatens the
psychological safety of employees, management and the
organization. Where workplace conflict exists, people are
typically in a defensive mode and feel the need to protect
themselves for fear that they will be disciplined or punished
for their actions. On an individual level, workplace conflict
can result in the absence of psychological safety. The
absence of psychological safety then can result in poor
performance and job dissatisfaction. For the organization,
the effects may be absenteeism, diminished productivity and
lack of employee engagement.

As organizations strive to achieve their goals, they are
often met with challenges they must overcome as a team.

Challenges leave room for conflict between members, other
organizations, communities and other parties involved in the
organization’s mission. While “conflict” often has a
negative connotation, the effects of conflict within an
organization can be positive and negative [6].

There can be lots of causes of organizational problems.
However, according to the image 1 the most important
reason is conflicts and arguments among employees.

Causes of All Difficulties in Organizations

20-40 %
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60-80 %

Strained Relationships Between Employees

All Other Causes

Image 1. Causes of all difficulties in organizations

Each manager in an organization has to perform the
following five functions: set objectives and establish the
goals; organize tasks and arrange the right roles for the right
people, motivate and communicate effectively in order to
get staff do what they have to do; establish targets and
measure results and finally develop people through training
and nurturing. It sounds like a lot of work for a manager but
instead of doing all of these, a manager spends, on average,
one third of this time on conflict resolution, according to
image 2.

Managers Time Spent on Workplace Conflict

© resologics

60-75 %

- Typical Managers Time Spent on Conflict
Typical Managers Time Spent on Everything Else

shington Business Journal, May 2005: Multiple Source

Image 2. Managers time spent on workplace conflict

It means that a lot of valuable time is spent on conflict
management and it makes this activity very important for
every organization to prosper [8].



To assist in creating and sustaining workplace
momentum, employee engagement, and healthy outcomes,
here are four ways to deal with conflict resolution at work.

— Right Timing. People often create unnecessary
conflict. Leaders who avoid conflict at all cost will find
themselves regretting it later. Timing is everything when it
comes to managing conflict, and the best time to take action
is when there is hard evidence/proof that an employee has a
track record of wrong doing that is negatively impacting the
performance of others.

If everyone around knows it must be dealt with and the
leader is still waiting to act, he is losing the respect of his
peers and those he leads. Leadership is about taking action
and confronting the issues before it’s too late. Ifa leader
waits too long during times of adversity, those around him
will begin to make the decisions that he was hesitant to make
— and he loses momentum as a leader. When others see that
he is not mature enough as a leader to act, this puts the
leadership reputation at risk.

— Know Your Boundaries. Conflict can become
something much more complicated and unmanageable if a
manger doesn’t know the limitations and boundaries of his
employees. Everyone deals with conflict differently, so we
must know the risks and rewards of conflict resolution
within the boundaries of each of our employees.

— Respect Differences. It is not a good idea to impose your
own influence, hierarchy or rank. Rather, each manager
must respect the unique differences in people and learn to
see things from differing points of view to better understand
how to avoid conflict in the future. Conflict resolution is
rarely black and white. In fact, there are more and more grey
areas these days as the workplace becomes more
generationally and culturally diverse than ever before.
Beyond the understanding of how conflict could have been
avoided, respecting differences in people can help better
understand how to manage conflict with people in general.
— Confront the Tension. Leadership is often about doing the
things that most other people don’t like doing. Conflict
resolution is one of those things — but all leaders must
confront the tension head-on. It is important to active
leadership to address the conflict before it is too late.
Conflict can yield an emotional state of mind that makes it
more difficult to manage it. That is why, it is important to
confront the adversity when it first became apparent.

There are five conflict strategies: avoiding,
collaborating, competing, accommodating, and
compromising:

Avoiding tries to maintain team harmony and smooth
over differences; avoids frustration and aggression; and
seeks to evade the conflict entirely.

Competitive approach uses force to make team
members conform to one perspective. Take a firm stand and
know what they want. Strategy is useful when a decision
needs to be made fast.

Collaboration places an emphasis on mutual goals,
joint benefit, and inclusion of several views and opinions for
a team solution. Try to meet needs of all involved.
Cooperate effectively and acknowledge everyone is
important. Strategy is useful when there have been previous
conflicts in the group or the situation is too important for a
simple trade—off.

Accommodator conveys that the other party is
accepted as effective and avoids blaming or trading insults.
Not assertive, but highly cooperative. Accommodation is
appropriate when the issues matter more to the other party.
However, people are unlikely to return the position and
accommodate later, so this approach usually does not give
the best solution.

Compromising tries to resolve the conflict with a
solution that will partially satisfy everyone. This approach
is useful when the cost of conflict is higher than the cost of
losing ground, when strong opponents are at a standstill and
a deadline is approaching.

Whatever conflict we have, there are only three types
of conflict resolutions: win—win, lose—lose and win—lose.
Comparing the conflict strategies from the one side and the
conflict resolutions from the other side, we have the
following two—dimensions table 1:

Table 1. conflict resolution strategies
Resolutions

Strategies — :
Win-Win | Lose-Lose|Win-Lose
Both parties
Avoiding ignore the issue
: Only one
Competing ) i

Meet the needs

Collaborating of all involved

One party meets
needs of other at
own expense

Accommodating

Both parties give

Compromisin
P g up something

An excellent example of a successful mediated conflict
resolution was the Camp David Accords in 1978, where US
President Jimmy Carter was successful in mediating an
agreement between Egypt's Anwar Sadat and Israel's
Menachem Begin. Sadat and Begin shared the 1978 Nobel
Peace Prize for the Agreements that were brokered out of
those Accords [12].

Legend has it that on the 12th day of 13, Sadat and
Begin decided the negotiating was over; they were ready to
pack their bags and leave Camp David (amazing, in
retrospect, that President Carter was able to convene at
Camp David in the first place). Both men were about to
leave when Carter asked to walk with them, each, and talk
once again about what the obstacles were to getting to
agreement. Carter asked them how they felt about the Sinai.
Begin told him, we must hold the Sinali, it is about our
security. Sadat said we must have the Sinai returned to us,
it is about our national pride and honor. Carter realized that
he needed to appeal to the underlying emotional, cultural,
and driving root cause interests rather than talking real
estate; and explained the underlying interests of each to the
other. Sadat and Begin, humanized to each other, finally
began to understand and appreciate each other’ positions,
and reached agreement.

The agreements were far from perfect, but they did
represent a powerful move towards peace in the region.

Conclusion. In any organization, conflicts, both major
and minor, may arise. They are inevitable. These conflicts
can cause far—reaching negative effects on the people in the



workplace. It’s important that these problems are handled
with care. However, conflicts are not necessarily bad, they
can have positive consequences also.

Managing conflict is a key management competency
and all small business owners should study and practice
effective conflict management skills to maintain a positive
workplace environment. There are several strategies to
conflict resolution: avoiding, competing, collaborating,
accommodating and compromising. Utilization of those
strategies can help resolve conflicts easier.
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