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THEORETICAL ISSUES OF ORGANIZING THE RISK MANAGEMENT OF
CONFLICT AND CRISIS SITUATIONS

The main purpose of the article is to consider and discuss some theoretical issues of
organizing the risk management of conflict and crisis situations in order to determine the
most appropriate ways to respond to conflicts. In accordance with the stated goal, the paper
considers the theoretical foundations and methodology of conflict resolution and risk
management. Within this framework, the features of the emergence and development of
conflicts are investigated, individual stages of conflict escalation within the Glasl’s conflict
resolution model are analyzed, and the most dangerous types and stages of conflicts that can
lead to critical negative and crisis consequences are identified. The feasibility and features of
using the “ALARP” principle for risk management in order to effectively control conflict
situations are separately proven and presented. The use of the most effective strategies,
approaches and methods of risk management and conflict management in specific situations
is justified. As a result, key “points of contact” for responding to conflict situations within the
framework of joint processes of risk management and conflict resolution are identified and
this interdependence is demonstrated in a correspondingly developed table.

Keywords: conflict, conflict management, life cycle of conflict, risk management,
“ALARP” principle, Glasl’s conflict resolution model.
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TEOPETHUYHI IUTAHHS OPTAHI3AIIIL YPABJIIHHA PUSUKAMUA
KOH®JIIKTHUX TA KPU30BUX CUTYAIIN

OcHOBHA MeTa CTaTTi MOJArae B PO3MIIAAI Ta OOrOBOPEHHI JAESKMX TEOPETUYHUX
MUTAaHb OpraHi3aulii yHpaBIiHHA PU3UKaAMH KOH(MIIKTHHX Ta KPU30BUX CUTYallill 3 METOIO
BHU3HAUCHHS HAMOLIBII JOIUIBHUX CIOCO0IB pearyBaHHS Ha KOHQUIIKTH. Y BIAMOBITHOCTI 10
3asBJICHOT METH, Y pOOOTI PO3TJISIHYTO TEOPETUYHI OCHOBU Ta METOAOJIOTIIO BPETyIIOBAHHS
KOH(IIKTIB Ta yOpPaBIiHHSA pH3UKaMU. Y MeXax I[bOr0 JIOCIITKEHO OCOOJMBOCTI
BUHUKHEHHS Ta PO3BUTKY KOH(IIKTIB, MpOaHATI30BAaHO OKpeMi eTamu ecKajamii
KOH(UIIKTHUX CUTyallill y Mexxax Mojeni BupimeHHs KoHpiikTy [acna, a Takox BUAUICHO
HailOLIpI HeOe3meyHi pi3HOBUAM 1 cTaiii KOH(IIKTIB, SKI MOXYTh HPU3BOAMTH [0
KPUTUYHHUX HETATUBHUX Ta KPU30BUX HACHIAKIB. OKpeMO JT0BEJICHO AOIUIBHICTh Ta HABEICHO
0c00IMBOCTI BUKOpHCTaHHS NpUHIUTY «ALARPY» miist 3niiCHEHHS yNpaBlliHHS PU3HKAMU 3
METOI0 €(PEeKTHBHOTO KOHTPOJIIO KOHQUIIKTHUX cHuTyamiid. OOIpyHTOBaHO BUKOPHUCTaHHS Y
KOHKPETHUX CHUTYyallisiX HaiOLIbIl Ji€BUX CTpaTerii, MiAXOIiB Ta METOMIB YMIpaBIiHHSA
pHU3UKaMH Ta yNpaBliHHSA KOH(IIKTaMU. Y pe3yibTaTi BUSBICHO KIIIOUOBI «TOYKH JOTHKY
IIOJI0 pearyBaHHS Ha KOH(QUIIKTHI CHUTyallii y MeXax CHUIBHUX TPOLECIB YIpaBIiHHSA
pU3UKAaMH Ta BPETYyJIIOBaHHS KOH(QIIIKTIB 1 MPOJEMOHCTPOPBAHO IO B3a€MO3ANEKHICTh Y
BIJIMIOBITHO pO3pO0IIeHii TabmuIIi.

KirouoBi cioBa: KOHQIIIKT, yIpaBIiHHSA KOH(IIIKTaMU, )KATTEBUN ITUKI KOHQIIIKTY,
ynpaBiiHHS pu3ukaMu, npuHIun « ALARPy, monens Bupimenss koHdiikty [nacna.

Tabn. — 1

Statement of the problem. Every person in his/her life, one way or another, has
encountered conflict situations, been an active participant in them, and felt the consequences
of the development and resolution of conflicts. This happened and is happening at all levels
and in all directions, both in the form of external demonstrations of interaction between
people and within the consciousness of an individual.

Of course, given the emotional and psychological nature of a person, for each
participant in a conflict, his/her specific problem situation is always felt closest and most
painfully than something relatively distant in space or time. However, from the point of view
of social consequences and the scale of influence, among other things, the issue of the
existence of conflict situations and the development of conflicts also arises particularly
acutely in the context of business activity and the activities of organizations, companies, and
enterprises.
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At the same time, it is very important and desirable that the consequences of
conflicts will not be destructive, demoralizing, and unpleasantly unexpected, but could be
predicted and controlled, and even become a certain positive impetus to improve the situation
in the future. To accomplish this difficult task, it is advisable to apply the most appropriate
approaches and methods of risk management, which are designed to keep the situation within
acceptable limits.

All this emphasizes the relevance of studying the issue of early warning of potential
conflict situations and finding ways to effectively manage existing conflicts, both in everyday
life and at the organizational level.

Analysis of the latest research. Many researchers and scientists have devoted their
works to the issue of conflict management and resolving the conflict situations, for instance:
L. Achkasova, O. Bilovodska, S. Garkavets, L. Gerasina, A. Hirnyk, O. Kanova, Yu.
Kravchuk, J. McFadyen, N. Nazarov, V. Romadykina, T. Yakhno, and others. In this field, it
is worth separate noting the thorough research of such scientists as F. Glasl, R. Kilmann, K.
Thomas, whose works have become the basis for further studies.

It is also worth mentioning the research contributions of P. Koster, J. Hurst,
H. Kinuhata, T. Kodama, J. Mclntyre, Y. Tamauchi, V. Vicente, who deeply investigated the
“ALARP” principle and other risk management issues.

Nevertheless, some aspects of the problem outlined within this scientific article
require additional study, in particular, in terms of combining approaches and methods of risk
management and conflict resolution in order to prevent destructive crisis consequences.

The purpose of the publication is to consider and discuss some theoretical issues
of organizing the risk management of conflict and crisis situations in order to define the most
appropriate ways to respond to conflicts.

Presentation of the main material. Written sources have brought us information
that global, local and everyday conflict situations occurred in pre-class society, were actively
reflected in the mythology of different peoples of the world and the social life of ancient
civilizations, and were purposefully studied by thinkers of the Middle Ages and modern times
[1, pp. 10-44]. In other words, the entire historical and evolutionary development of humanity
1s somehow connected with conflicts or conflict situations. Therefore, conflicts should be
perceived as an integral part of human existence in society.

A similar assumption can be confidently made regarding the existence of all kinds of
risks, which should be perceived as a natural and expected aspect of human life and the
constant need to make a choice in a situation of uncertainty.

Today, there are many approaches to interpreting the essence and concept of
conflict. Some of them are quite abstract, while others try to cover as many nuances as
possible. One way or another, regardless of the individual characteristics of perception, it
should be noted that the essence of conflict is closely related to the confrontation of different
ideas, motives, thoughts, views or actions.

It can be considered that the very nature of social interaction between people is at
the basis of the emergence and development of conflicts. Thus, all members of the group
(they are also potential subjects of conflict) perform different functions or roles in the process
of group actions. The point is that each participant in a social group has his/her own path,
personal tasks, but at the same time he/she encounters other people who also pursue personal
interests. Therefore, in conditions of group interaction it is necessary to take into account
other individuals, because everyone works together to achieve a certain common goal, but
this can serve as an impetus for removing them from a state of personal comfort and internal
balance.
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Analysis of existing research allows us to highlight the main features of the modern
understanding of the general features and reasons underlying the emergence of a conflict
situation, to which it is appropriate to attribute the following points [2, p. 110]:

— emergence of opposing interests;

— presence of a situation perceived by the participants as conflictual;

— indivisibility of the object of conflict between the participants in conflict
interaction;

— exacerbation of social contradictions;

— activity of the parties aimed at overcoming contradictions;

— striving for victory, gradual expansion of the arsenal of various means used (for
example, condemnation, intimidation, blackmail, threats, physical influence);

— desire of the participants to continue conflict interaction to achieve their goals,
rather than a way out of the current situation;

— increased emotional background, exacerbation of negative emotions up to their
complete uncontrollability.

It should be noted that researchers distinguish some typical stages of the entire
process of conflict existence from its origin to its disappearance, which have their own
specifics [3, pp. 18-19].

Thus, the pre-conflict situation immediately precedes the conflict itself and contains
prerequisites, latent conflicts, misunderstandings - everything that accumulates over time.
Then a certain incident occurs, which is the actual reason for the conflict, and plays the role
of “the first clash”. As a result, there is an escalation of the conflict, that is, aggravation of
relations, confrontation. At the highest emotional point, a culmination awaits, which marks
the maximum of the opposition and is accompanied by a kind of "explosion".

After that, sooner or later, the conflict must come to its logical conclusion, which is
understood as its fading, ending or cessation. At this time, there is a loss of interest in the
confrontation. It is expected that this phase can be the result of both mutual reconciliation of
the parties, reaching a certain agreement and understanding between them, and the gradual
fading of the confrontation or its development into another conflict. And it is clear that the
main prerequisite for ending the conflict should be the elimination of objective and
weakening of subjective causes that gave rise to the conflict situation. However, as a result of
the "disappearance" of the conflict, post-conflict consequences for the individual, society and
organization remain.

It is obvious that the most important from the point of view of effective risk
management can be considered the stages of the life cycle of the conflict that precede the
culmination of the conflict situation. Therefore, given the importance of timely and correct
response to relevant events in the process of conflict development, this issue has been studied
quite extensively.

In particular, there is a conflict resolution model proposed by a Dutch psychologist
Friedrich Glasl [4]. It has nine levels of the conflicts escalation, as follows:

1. Hardening or Tension (the beginning of a difference of opinion and views, when
the parties to a potential conflict are still quite optimistic about its favorable resolution);

2. Debates and Polemics (the situation of hope and an attempt to convince the
opposite side of their rightness, using available arguments);

3. Actions, not Words (the stage of replacing constructive evidence and arguments
with appropriate active behavior);

4. Images and Coalitions (the level of difficulty in understanding each other,
creating a negative image of the opponent, and seeking support for one's rightness from other
people who were not previously involved in the conflict);
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5. Loss of Face (the time of transition “to the personal”, when the parties to the
conflict try to discredit each other by all means, significantly losing their own face and
reputation);

6. Strategies for Threat (the stage of a sharp escalation of the conflict, when the
main “arguments” become ultimatums and threats, which can lead to the irreversible
destruction of relations);

7. Limited Destruction (the level of conscious effort to cause at least some harm and
difficulty to the opponent in a conflict, even experiencing accompanying problems and side
negative consequences);

8. Fragments of Annihilation (the situation of critical escalation of the conflict,
when the parties intensively try to destroy the authority, reputation and capabilities of each
other);

9. Together into the Abyss (the final peak stage of the development of the conflict,
when opponents by all means try to destroy each other, even if this leads to the destruction of
themselves).

It’s worth mentioning that the last stages should be considered the most threatening
points due to their negative consequences. Accordingly, they can lead to the most undesirable
crisis situations that would require much efforts, time and cost to manage them.

In general, from the point of view of the impact of the situation on the final result,
three main approaches to defining conflict can be distinguished [5, p. 24]. First, conflict can
be considered as a phenomenon dominated by a negative impact on the subjects of the
conflict; second, conflict is considered as a phenomenon that has both positive and negative
consequences; third, conflict is considered as a normal and predictable phenomenon that
maintains a dynamic equilibrium in socio-economic systems.

Herewith, it is important to remember that the impact of the conflict on its
participants and the social environment has a dual, contradictory nature. The complexity of
conflicts as a social phenomenon determines the performance of dual functions by them,
some of which can be attributed to positive or constructive, others to negative or destructive.

The constructive functions of conflicts in relation to the main participants include,
for example, the complete or partial elimination of a contradiction that arises due to the
imperfection of the organization of activities, management errors, shortcomings in the work
of individual employees [6, pp. 25-26]. In such a case, the conflict illuminates unresolved
issues, facts of insufficient professionalism and decency, and also allows for a deep
assessment of the individual and psychological characteristics of the people participating in
it, tests a person's value orientations, the relative strength of his motives aimed at activities, at
himself, etc. At the same time, in relation to society, the constructive functions of conflicts
are that the conflict, in particular, acts as a means of activating the social life of a group or
society, supports the social activity of people, helps prevent stagnation, and serves as a source
of development; indicates unresolved problems in the group’s activities, can act as a tool for
preventively stopping dishonest behavior; probes public opinion, collective moods, social
attitudes, actualizes humanistic values; is able to perform the function of uniting the group in
the face of external difficulties, etc.

In other words, constructive conflicts are aimed at identifying and resolving certain
contradictions between participants in social relations; at activating social life; at stimulating
innovations and social changes; at promoting the formation of necessary behavior, and other
crucial aspects.

At the same time, the destructive function of the conflict in relation to its main
participants is manifested, among other things, in the following: a pronounced negative effect
on the mental state; mental and physical violence; it is accompanied by stress, the likelihood
of diseases, especially cardiovascular diseases, increases sharply; depletion of material,
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spiritual and vital forces; destruction of the system of interpersonal relations, hostility and
hostility towards the other party; negative reflection on the efficiency and quality of the
opponents' activities; consolidation of violent patterns of problem solving in the social
experience [6, p. 26]. Regarding society, the destructive function of the conflict is
characterized, for example, by the following points: it is accompanied by the destruction of
traditions of communication, relationships in the team, organization; can negatively affect
relationships in the team and its socio-psychological climate; weakening of group unity; "de-
individualization" of mutual perception of the parties to the conflict; deterioration of the
quality of joint work of the team; forms an attitude towards the use of violence in defending
the interests of the group, etc.

It is also important to note that a destructive conflict can arise in two cases [7, p.
200]: either when one of the parties stubbornly and rigidly insists on its position and does not
want to take into account the interests of the other party; or when one of the opponents resorts
to morally condemned methods of struggle, seeks to psychologically suppress the partner,
discrediting and humiliating him.

In general, the possible outcome of conflict management is believed to be
represented by three main types of models: “Win — Win”; “Win — Loss”; “Loss — Loss” [8,
p-180].

Herewith, the “Win — Win” model assumes that all aspects of the consequences of
the conflict are taken into account. In the event of the end of the conflict according to this
model, the parties manage to make a mutually beneficial or mutually acceptable decision on
the substantive side of the conflict. The result of such a decision should also be the absence of
hostility between the parties and satisfaction with the procedures for resolving this conflict.

The “Win — Loss” model, in turn, assumes the satisfaction of only one of the parties
(and even then, as a rule, not completely). The losing party remains negatively disposed
towards its opponent. Failure to recognize the legitimacy of procedures that are a win for the
other party gives rise to the beginning of a new conflict.

Finally, the “Loss — Loss” model assumes only a certain stop in the development of
the conflict process, since in this situation neither party is satisfied, which will provoke the
further development of the conflict.

Thus, from the point of view of orientation towards risk management, an
intermediate conclusion should be made regarding the need to pay attention to possible
conflicts with destructive consequences. First of all, this should concern the “Loss — Loss”
situation, when neither party to the conflict achieves the desired result, and also partially the
“Win — Loss” model, when there is a risk of a new conflict.

Taking into account the fact that the conflict, in its essence, is an opposition of
interests, therefore, risk management of conflict and crisis situations should be a control over
the process and forms of conflict escalation. Moreover, it is important that the costs of
research, assessment and conflict management would be minimal, but positive results would
be as maximum as possible.

Hence, in risk management practice, the ALARP approach, which stands for “As
Low As Reasonably Practicable”, is actively used [9]. It involves efforts to minimize the
level of risk to such a point where its further reduction is not appropriate, in terms of the
excess of the costs of managing it over the potential losses from it.

At the same time, the ALARP model assumes the existence of three areas that are
significantly different from each other, taking into account the reaction to the occurrence and
existence of the corresponding risk:

— Unacceptable Region (intolerable level of risk that must be overcome and
reduced, even regardless of the resourses, cost or efforts required);
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— ALARP Region (tolerable level of risk that, nevertheless, should be reduced to
more suitable scale that could be “As Low As Reasonably Practicable”);

— Broadly Acceptable Region (adequately controlled and low level of risk that
doesn’t require any special further actions to react).

It is obvious that depending on specific situations and the correctness of risk
management, these areas can transform, shifting from maximum to minimum risk levels, and
vice versa.

Herewith, the key ALARP thinking, in general, can include three possible situations,
taking into consideration the weighting of the relevant risk reduction cosequences versus the
cost, time, and efforts required to manage it [10, p. 242]:

1. If the benefits of risk reduction are considered to be proportional to the cost and
effort of risk reduction, then such measures can be successfully implemented because there is
no large disproportion.

2. If the costs, time, and efforts of risk reduction are too great compared to the
benefits of further risk minimization, then the planned measures could be unjustifiable.

3. If the benefits of further risk reduction are much greater than the cost, time, and
effort required to reduce it, then more action could be needed to ensure the risk is at the
ALARP level.

Respectively, it is desirable to get everything prepared and applied well enough to
achieve a balance between the costs of responding to conflict risks and the favorable
outcomes from this process.

In general, risk management has a wide range of approaches and effective tools in its
arsenal. At the same time, four typical reactions [11] are distinguished to be successfully
applied in response to the occurrence of a risk situation: avoiding, accepting, mitigating risks,
or transferring the risks.

Avoiding Risks, being one of the simplest cardinal ways of reacting to potential risk,
involves a complete refusal to make relevant decisions or carry out activities that are
accompanied by an unacceptably high level of risk.

Accepting Risks is associated with the conscious taking of the corresponding risk
under one's own responsibility and the willingness not to take any measures to protect oneself
from it and its consequences. As a rule, this method is used in situations where the degree of
risk is within acceptable limits. In this case, the impact on the corresponding risk is either
impossible or economically unprofitable, since if the risk actually occurs, it still leads to
losses.

Mitigating Risks involves taking preliminary protective measures aimed at
appropriately reducing the amount of potential losses. Such steps may include, in particular,
training personnel to work in emergency situations, socio-psychological measures to raise
risk sensitivity, effective management in the process of implementing risky decisions, etc.

Risk Transferring means the "blurring" of responsibility for the risk and its
consequences between different organizations while actually preserving its initial existing
level. This method is usually advisable to apply in practice in situations where the impact on
the risk by one organization is impossible or economically inefficient and unjustified, but the
level of risk in this case is not acceptable for the relevant entity.

In practice the choice of a specific method of responding to risk will depend on
various factors, in particular, the characteristics of the risk itself, the parameters of the
operating environment, the goals set and the chosen strategy, the manager's propensity for
risky decisions. All this must be taken into account in the process of developing and adopting
effective risk-oriented management decisions.

Taking into account all the above mentioned information, it is possible to deduce a
certain logical objective dependence of the use of the specified common risk responses and
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specific levels of escalation of the conflict situation, the culmination of which can lead to
significant negative crisis consequences (see table 1).

It should be noted that in practical situations, when the aforementioned methods of
responding to the risks of conflict and crisis situations have failed to keep the conflict within
the controlled limits of the ALARP Region, it will be necessary to resort to specific
approaches and conflict management strategies.

Table 1 — Interdependence between typical risk responses and levels of conflict

escalation

Level in Glasl’s
model

Confflict
function

Conflict
consequences

Level of costs
required to
manage

Level in ALARP
model

Risk
management
method

Hardening or
Tension

Debates and
Polemics

Actions, not
Words

Images and
Coalitions

Constructive

Win-Win

Loss of Face

Strategies for
Threat

Limited
Destruction

Fragments of
Annihilation

Together into
the Abyss

Destructive

Win-Loss

Low

Broadly
Acceptable
Region

Accepting Risks

Loss-Loss

Average

ALARP Region

Mitigating Risks

High

Unacceptable
Region

Risk
Transferring

Avoiding Risks

Source: completed by the authors

One of the most applied is the classification of approaches to conflict management,

consisting of six relevant strategies [8, p. 180]:

— containment strategy (focused on the fact that the parties themselves can manage

the conflict);

— process support strategy (focused on working with already established
perceptions, relationships, and ways of interaction between the conflicting parties);
— socio-therapeutic support (focused on working at the individual level);
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— mediation strategy (useful when the parties can no longer work together to
resolve the conflict);

— arbitration (“the arbitrator” offers the parties a pre-prepared solution);

— forceful intervention (here, the will of the participants is no longer taken into
account, but the use of power is usually limited to the sphere of disagreements).

In turn, within the framework of the above approaches and strategies, there are some
specific methods of management and resolution of conflicts, among which the following can
be considered the most widespread and universal [12, pp. 33-34] since they come from
relevant modes for responding to conflict situations covered by Thomas-Kilmann Instrument
[13]:

— method of adaptation (can be considered as a forced or voluntary step of one of
the parties to the confrontation from the struggle through submitting their positions; by
refusing to fight, the conflict participant concedes to his/her opponent, completely or partially
abandons his/her interests and agrees to his/her dominant role);

— method of avoidance (applied when one of the parties, or both parties, have lost
interest in continuing the confrontation when there is doubt about its positive outcome, while
the subject of the conflict does not disappear; in its content, this strategy is not aimed at
solving the problem, rather we can see here the desire to get out of the conflict with minimal
losses);

— method of collaboration (considered the most complex style of behavior, but at
the same time the most productive; the essence of cooperation is the search for the most
constructive forms of solving problems; the opposing subject of the conflict is no longer
considered an opponent, but a partner in finding ways to solve the problem);

— method of compromise (consists in the understanding of the participants in the
conflict that the resolution of the disputed issue is possible only through mutual concessions;
a necessary factor in using this style of behavior is not only the possibility, but the desire of
each party; here it is necessary not only to abandon part of their previously stated demands,
but also to recognize, at least partially, the claims of the other party);

— method of competition (recognizes, first of all, the activity of conflicting subjects,
independence in choosing the path to achieve their goals, does not set the goal of finding
cooperation, participants must have strong-willed qualities; the goal of such a subject is to
satisfy, first of all, their own interests at the expense of the interests of others; the method of
competition is, in essence, an attempt at rivalry, imposing on the other side solutions that are
beneficial to themselves).

In addition, there is a method of stimulating conflict in order to obtain a
corresponding positive effect. This approach is interpreted as a type of activity of the
management subject aimed at healthy provocation of conflict [14, p. 132], which is advisable
to apply to constructive conflicts. Herewith, there may be various means of stimulating
conflicts: implementing higher goals (shared, overarching goals); bringing up a problematic
issue for public discussion (at a meeting, conference, seminar); criticizing the conflict
situation; encouraging competition, and using liaison groups or integrators (individuals who
bridge communication gaps between teams); speaking with critical material in the media, etc.
However, in the case of stimulating a conflict, the manager must be ready to constructively
manage it. This is considered a necessary condition in conflict management, the violation of
which, as a rule, leads to sad consequences.

As we can see, some of the above methods are inherent in both the conflict
management process and the risk management process. Therefore, it is logical that they can
become the basis of a risk management system for conflict and crisis situations.

One way or another, the main requirements for any of the risk management methods
for preventing or resolving conflicts should be [15, p. 144]:
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— objectivity (when studying and resolving conflicts, it is necessary to rely not on
personal ideas, but on specific facts);

— completeness of the study (an analysis of all parties to the conflict should be
conducted);

— reliability of the results (all results of the conflict study should be checked
repeatedly);

— relevance (the methodology chosen during conflict resolution should be applied
only to a specific process or problem);

— cost-effectiveness (the problem should be solved in the shortest possible time and
with the least cost).

The defined approaches to the study and resolution of conflict and crisis situations
allow to create an appropriate and effective conflict management system within the
framework of risk management in the organization. And it is obvious that each organization
must determine its own conflict management technology, which should include, among other
things, technologies for teaching conflict resolution methods, forming an anti-conflict
orientation among employees, developing rules of conduct and procedures for managing
conflicts in the team, implementing work stress prevention programs, etc.

Conclusions. Thus, conflict as a social phenomenon constantly exists in all spheres
of human life and social relations, manifesting itself in the form of confrontation and
contradiction of various elements, when the actual state of affairs does not meet people's
expectations. At the same time, there are a number of typical dynamic stages that each
conflict goes through in the process of its existence and development.

It is important to understand that despite the external hostility and negative
perception of conflict situations, the nature of conflicts lays in them not only destructive, but
also constructive functions, which as a result of their application can serve as an impetus for
further positive changes.

In turn, the greatest threat is posed by destructive conflicts, which result in
significant negative and crisis consequences. Therefore, such conflicts should be the main
object of risk management in terms of preventing and regulating conflict and crisis situations
in order to keep them within acceptable controlled area.

Herewith, there are many specific methods of risk management and conflict
responses, regulation technologies and forms of conflict resolution that meet certain
requirements, which ensure the clear implementation and achievement of the main task of
conflict and crisis risk management in terms of minimizing negative consequences and
contributing to the transformation of conflicts into a positive stimulating factor for the
development of the organization.
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