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ARCHETYPAL APPROACH TO THE STUDY OF
CONFLICT BETWEEN THE LEADER AND THE TEAM

Abstract. The article highlighted the problem of conflicts and analyzed in
terms of traditional images of the collective unconscious that appear between
the leader and the team during their interaction. Today the topic is very interest-
ing, because the phenomenon of leadership as a component of public administra-
tion and social life takes development. Archetypal approach to this issue makes
it possible to find a new way to solve it. During research the Sachs Lions’ design
method “Unfinished sentence” was used. So on the basis of empirical data author
reveals the basic archetypes’ conflict of the leader and his team.

Keywords: archetype, leadership, leader, modern problems of leadership,
leadership conflict.

APXETUIIIYHUMI MIJXIT 10 BUBYEHHSA KOH®DJIKTY
MK JIZEPOM TA KOMAH/IOIO

Amoranis. Y cTarTi BUCBITJIIEHO Ta IIPOAHAIi30BaHO MpobeMy KOHMIIIKTIB 3
TOYKH 30pY TPAAUIINHUX 00Pa3iB KOJEKTUBHOTO HECBIIOMOTO, SIKi 3'SIBIISIIOTHCST
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MIK JIiIEpOM Ta KOMaH/IO0 i/ 4ac ix B3aemoyii. Ha chorosni 1151 Tema myske 1ti-
KaBa, aJ/ike (DeHOMEH JIiJIepCTBa, SIK KOMIIOHEHT CYCITIJIbHOTO YIIPaBJIiHHS Ta COITi-
AJIBHOTO JKUTTsI, HAOYBAa€ PO3BUTKY. APXETHUITIYHUIA TTi/IXi/1 10 IIbOTO MUTAHHS Ja€
3MOTY 3HalTH HOBHUI crioci0 itoro Bupimentst. ITix vac pobotn Gysio mpoBeseHo
JIOCJTIJIKEHHST 3a POEKTYBabHOIO MeToinkoto Cakca Jlesi “Hezakinuyeni peuen-
Hs1”. TakuM YMHOM, Ha Ii/ICTaBi eMITipUYHUX JAHUX aBTOP BUSIBJISIE OCHOBHI apxe-
TUTTH KOH(IIKTY Jijiepa Ta Horo KOMaH/IH.

Kio4oBi citoBa: apxeTur, JiiIepcTBo, Jiep, CydacHi mpobJeMu JiiiepeTBa, KOH-
QJIiKT JTizepcTBa.

APXETUIIMYECKUI NOAXO0/ K N3VUYEHUIO KOH®JIUKTA
MEKIY JUJEPOM U KOMAH/IOM

AmnHoramus. B cratbe ocBelena u mpoaHasn3npoBana mpodieMa KoH(InK-
TOB C TOYKU 3PEHUSI TPATUIIMOHHBIX 00Pa30B KOJJIEKTUBHOTO OeCCO3HATENHLHOTO,
KOTOpBIE TIOSBJISIIOTCS MEXKY JINZIEPOM U KOMaH/IOH BO BpeMsl UX B3auMOJIEHi-
ctBust. Ha ceropusmnmii 1eHp ata TeMa O4eHb MHTEPECHA, TIOCKOJIbKY (heHOMEH
JIUJIEPCTBA, KaK KOMIIOHEHT OOIIECTBEHHOTO YITPABJIEHNUST U COIUATBHON KU3HH,
pa3BuBaeTcs. APXeTUITMYECKUIA TTOIX0/ K 9TOMY BOIIPOCY MTO3BOJISIET HAWTH HO-
BbIH criocob ee petenust. Bo BpeMst paGoThi OBLITO TIPOBEIEHO UCCIIE0BAHUE TIPH
TOMOIIH TTpoeKTUBHOM MeToikn Cakca JleBu “HezakoHueHHbIe TIpe/IOKeHNS .
Takum 00pa3oM, Ha OCHOBAHUH AMITMPUYECKUX JAHHBIX aBTOP OMPEIeJIsSeT 0C-

HOBHbIE€ apXETUIIbL KOH(l)JII/IKTa JINAEpa 1 €ro KOMaH/Ibl.
KmoueBsbie cioBa: APpXEeTHUII, JINJIEPCTBO, JINAEP, COBPEMEHHDbIE HpO6.TI€MbI JIn-

JiepcTBa, KOH(MJIUKT JIUIePCTBa.

Target setting. Leadership is always
a cooperation with a certain group, it
is a unique phenomenon of public life,
primarily serves to achieve goals. In any
society it is inevitable, interacting with
all areas of social life.

Everywhere where gathers together
two or more persons, appears question
of the appearance of leaders. During
the formation of the team, some par-
ticipants has a greater role than others,
other — listen to their words with re-
spect, that is they get a strong position
in the group. That is the separation of
the band on. the leaders and followers.
The identity of the leader and his inter-
action with subordinates determines

the fate of the task and productivity.
But every manager sooner or later met
with some problems of cooperation.

Archetypes are the foundations of
human existence, outlining the place of
man in space, time and history. Usage
the archetypal study of leadership is an
opportunity to find a new way to solve
the problem in the ethical dimension
in national and global. What exactly
archetypes conflicts occur between the
leader and the team? That is the ques-
tion we will try to find the answer in
this paper.

Analysis of recent research and
publications. Despite the fact that
the issue of leadership was explored by
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various scientists for a long time, a
certain consensus on this concept, the
method of its study does not exists.

This issue was considered in various
fields of science such as psychology, so-
ciology, political science, education and
others.

This issue was considered in vari-
ous fields of science such as psychol-
ogy, sociology, political science, educa-
tion and others. Among the studies of
modern scientists can identify the work
of B. Bass [26], R. Boyatsys [3], A. Ro-
manovsky [22], E. Shane [24], A. Po-
nomarev [20], etc.

In the works of contemporary
Ukrainian scientist O. G. Romanovsky
contains detailed analysis of the forma-
tion of the personality of the leader.
Problems resonant leadership aimed at
self-improvement and building produc-
tive relationships with people through
active consciousness, optimism and
empathy explore R. Boyatsys and
E. Mackey. E. H. Shane examines the
relationship between leadership and
organizational culture. A.S. Ponomarev
in his work studying the phenome-
non of leadership in the area of social
values.

Subject archetype of leadership
hardly processed. The article analyzes
the archetypes A. Lesik national mo-
del of public administration, their role,
identifying key strengths and weak-
nesses [16]. Vladimir Vilizhinskyy
conducted comparative analysis the
examples of modern Ukrainian Soviet-
imperial and Polish-gentry managerial
cultures explored archetypes manage-
ment of national traditions and their
impact on local government reform in
Ukraine [7]. S. Galich reviewed and
analyzed the process of the youth as the

subject of the public in terms of arche-
types [8].

The archetypal phenomenon was
explored The Ukrainian researchers is
to provide: A. Krym [15], A. Afonin [1],
L. Baziv [2], N. Kovtun [13], Y. Me-
dynska [17] and A. Kohut [13].

Yemelyanov U. described subgroups
leaders conflicts and gave a definition
of the functions of the leader, in which
he appears judge and peacemaker [11].
The theme of corporate conflicts office
“hazing” in the work showed U. Fu-
kolova. US scientists Kenneth Thomas
and Ralph Kilmen described and sys-
tematized signs of different behaviors
conflict in organizations with the data
offered in teaching managers to use
schematic grid so-called model Tho-
mas — Kilmenna that demonstrates the
dependence of behavioral strategies in
conflict of interests of the parties of the
conflict labor [23]. Also on the topic of
leader and the the team conflict work
such scientists: E. Rehnet [21], A. Er-
shov [10], Y. Vinogradov, 1. Kozin [6]
and others.

The purpose of the article is consid-
eration of the the basic archetypes con-
flict between the leader and the team.

The statement of basic materi-
als. In the early twentieth century,
K. G. Jung [25] in his research uses the
term “archetype” to refer to the origi-
nal models contained in the collective
unconscious. Archetype is conceived
as the original spirit of the image. Ac-
cording to Jung, the unconscious there
is a group of permanent items that are
binding set of images of the uncon-
scious, the source common to all people
the basic motifs and images of primitive
memories. Now archetypal analysis is
the methodological principles study of
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the functioning of identical images in
different cultures. Yes, Norton Fry de-
veloped his own theory of literary ar-
chetypes. Yelezar Meletynskyy defines
archetypes as codes that allow decod-
ing texts [18].

Of course archetypes are interesting
not only as unconscious mental struc-
ture, but also as a cultural phenomenon.
The archetypes of the collective uncon-
scious is primarily a mental structures,
prototypes. Eventually, according to
the site, environmental conditions,
time — they are symbols and images,
picking forms of creativity. There are
two dimensions of existence of arche-
types, the first — it is artistic presenta-
tion and translation into the todays lan-
guage. The second — a memory that is
the basis of social and historical course
of life. Performing the function of social
memory, archetypes contain the know-
ledge and experience of the people “Ar-
chetype is unique because it appears
not only in the context of a wise man
of the past, but also helps build bench-
marks of modern” [14, p. 23].

At various times various archetypes
that meet the demands of the modern
understanding of people is faced. Re-
search, update operation archetypal im-
ages, scripts — serve as a kind descrip-
tions of the individual nation, nations,
families or groups. All depends on what
is ordered archetypes will eventually
form in which they re-open in people’s
minds.

From the standpoint of archetypal
analysis can consider the notion of lead-
ership, which is the core group needs.
Defining characteristics of a team and
its individual features are displayed in
a kind of embodiment of a cultural ar-
chetypes.

In this latter days there is a question
of leadership as the main part of public
administrative activity. This issue has
a special place in the social structure
because of its importance and influ-
ence on society. This is where the mass
of scientific papers, concepts, methods
and theories was accumulated. But the
theme of conflict between the leader
and the team almost never considered.

Today there are several interpreta-
tions of leadership, the main act as fol-
lows:

* the process of organizing a group
decision;

* the ability to influence individuals
and groups of people to force them to
work for a particular purpose;

* historically — formed cultural
needs of people in the organization pro-
cess activities;

* in personal interaction, whose ob-
jective is to achieve a certain goal by
certain communication skills and be
seen in a certain situation [22].

Most are three kinds of archetypal
style of leadership: authoritarian, libe-
ral and democratic. In authoritarian
style leader personally approves all de-
cisions, giving orders, making instruc-
tions, there is a hierarchical division
between the team and management.
Democratic style includes collective
decision-making, highly active team
informed all the participants about
the problems and merits of the work.
Each participant interaction voluntar-
ily assumes responsibility for solving
the problem and understands its im-
portance in achieving a common goal.
They are not just executing foreign de-
cisions, and have their own values and
interests, discover their own initiative.
And while liberal management style,
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characterized by low activity leader,
the problems discussed formally trans-
ferred responsibilities solving the prob-
lems the team also characterized the
avoidance of responsibility [19].

Leader as a social manager occurs
in all social organizations, functioning
in the system of goals, constraints, pro-
cesses, requirements, rules and interests
of the working activity. Its role is to en-
sure the normal life of the team.

A. S. Ponomarev said that since hu-
man nature is controversial because of
its biological, sociality and materiality
of thinking, the conflict between the
individual and social being is obvious.
Personality conflicts with common
goals, aspirations and desires. This con-
flict first, which is a manager’s work to
overcome what he needs normal coex-
istence and cooperation with the team
that coordination mechanisms aimed at
individual and social interests. These
mechanisms may make the system of
legal norms and rules, traditions and
customs, a set of moral standards and
requirements. In this paper, the process
takes an important place of spiritual
and cultural sphere. Carriers of these
mechanisms also appear generally re-
cognized leaders, their authority is able
to provide the appropriate values in life.
Although leaders do not always take
this social role [20].

Conflict — a term widely used in
psychology, sociology, philosophy, Con-
flict and everyday consciousness. In
psychology often refers Modified con-
flicts, clashes opposing interests, goals,
attitudes, opinions, views or the sub-
jects of interaction opponents [12].

According to the typology of con-
flicts — differentiated criteria for
subject interaction — internally allo-
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cate personal, interpersonal, between
groups in the time criterion conflicts
are divided into short-term and pro-
tracted, but without specific reference
to the precise timing. The nature of the
conflict is sharp and lifeless; in the form
of manifestation — apparent and latent.
Given the prevalence and importance
of feature emit a number of conflicts on
the grounds of “subject and scope”: the
family, the military, industrial, school,
ethnic, religious and others.

Given the consequences (for indi-
viduals, groups and/or its members)
sometimes emit destructive, construc-
tive and stabilizing types. Destruc-
tive shake and destroy the established
structure and function, individual and
group norms, values devalue exacerbate
conflict problem situation. Construc-
tive conflicts are rebuilding, renewal
structure, acquisition of new functions,
establishing new relationships, pro-
mote life personality or functioning of
the organization. Stabilizing also lead
to positive results, but not through in-
novation and by eliminating deviations
and consolidate existing [9].

Leadership — one of the areas of
social areas and associated with many
problems and contradictions that cause
conflicts. Management team includes
planning, motivation, organization and
other processes, which in turn reduced
to provide focused, coordinated activi-
ties of the team. And during this dif-
ficult work the interests of individual
members of the group do not always
coincide, are opposed, which can cause
conflict.

There are several manifestations of
conflicts in management, and they are
cause of disruption in the leadership ac-
tivities. Disorganization is manifested




in various forms of struggle between
governing entities that keep various
principles of administrative relations.
In the course of this controversy, the
fight turns into a conflict that can oc-
cur in the form of disagreement, tension
and confrontation.

Disagreement is a rejection of the
proposed templates or coordinated col-
lective behavior, failure to some extent
their duties. Disagreement as a form
of conflict between the leader and the
team involves intentional violation of
the agreed actions related to the per-
formance of the functions of life of the
group.

A more severe form of leadership
conflict stands tension that affects the
foundation adopted management sys-
tem and provides a sharp increase in
conscious malfunction of the various
members of the team.

Profound form of conflict is confron-
tation, which in turn is characterized by
wild competition based on career plans
of certain members of the team and un-
wanted tools and methods to counter-
act: the organization of group protests
harassment “dissidents”, the release of
the group. This form of conflict, which
can meet the leader, leads to division
and liquidation of the existing system
activity [12].

Leaders conflicts with the team
working there during the interaction
and communication between people
during clashes goals, interests, attitudes
and opinions, attitudes of two or more
persons. At the heart of the conflict is a
situation that involves or contradictory
positions of the parties on any drive
(opposite goals or means to achieve
them) or divergence of interests, oppo-
nents’ desires, etc.

Our work was conducted, which
was attended by 40 reporters and stu-
dents of the third course of Psychol-
ogy (15 boys and 25 girls). For data, we
used the method Sachs Lions’ “unfin-
ished sentence”, during which was dis-
covered such conflicts archetypes and
team leader:

* Leadership style;

e Introversion or extroversion;

* Gender features of leaders and
team members;

* External and internal locus of con-
trol;

* Responsibility;

* Hierarchy;

* Conlflict of several leaders.

The first emphasis archetypal con-
flict is the locus of control. All respond-
ents found it in 27 participants, includ-
ing 10 boys and 17 girls. Locus of control
as the archetypal cause of the conflict

Boys Girls Average

Ne Conflicts archetype

amt % amt % amt %
1 | Locus of control 10 37,03 17 62,96 27 67,5
2 | Gender 13 52 12 48 25 62,5
3 | Leadership style 9 39,13 14 60,86 23 57,5
4 | Responsibility 10 55,55 8 44,44 18 45
5 | Hierarchy 11 68,75 5 31,25 16 40
6 | Introversion or extroversion 2 15,38 11 84,61 13 32,5
7 | Conflict of several leaders 57,14 3 42,85 7 17,5
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and the team leader, understood that
there is a transfer of responsibilities
and achievements of the team’s leader
and vice versa. There are two types of
locus of control: external and internal.
The external locus of control is a locus
where responsibility typical attributes
to external forces, environment, luck or
fate. In case of internal locus, responsi-
bility attributed to own actions and ef-
forts [4].

Gender features the team leader
and the second frequency indication
type archetypal conflict in this study.
Describes 25 correspondents (13 boys
and 12 girls). Most women reported
that to work in a team with their gen-
der, and running as a woman. The boys
also comply that do not want to run the
women on the team overall homogene-
ity was found tolerant attitude.

According to Table 1, the archetypal
conflict style of leadership marked 23
respondents, including 9 boys and 14
girls. The style of leadership is a very
important part of leadership and very
difficult, because precisely identify ap-
propriate leadership style is not always
easy.

Responsibility as a cause of conflict
between the leader and the team has
been detected in 18 people, 10 boys and
8 girls. Responsibility often becomes an
attribute of fear, because usually people
do not want to bear the brunt of the
problem is too severe, and even more
solitary solve them.

Archetypal hierarchy found in 16 re-
spondents, 11 boys and 5 girls. Under
hierarchy refers to segregation of duties
based on hierarchical roles of team gen-
eral availability of the hierarchy, the hi-
erarchy information sharing, work shall
obtain a suitable role or responsibili-

ties which have difficulty in humans.
In the process of quantitative growth,
increasing the number of features and
specification of group goals hierarchy
develops the degree of influence among
members. On the upper level of the
hierarchy appears paramount leader,
leaders are in the middle of the second
and third levels and lower levels are fol-
lowers [11].

Extroversion or introversion de-
scribes 13 people, 2 boys and 11 girls.
Basically, introversion and extrover-
sion as archetypal conflict occurs in a
component in the direction of a team
or individually, without making team-
work as assistant leader.

Last archetypal problem of our
study, it is a conflict of several leaders in
one team. This criterion was found very
rarely, it describes only 9 study partici-
pants, 4 boys and 3 girls. This archetype
appears in the presence of two or more
team leaders.

Conclusions. We identify seven
types of archetypes leader and team
conflict, including locus of control,
which affects the transfer of respon-
sibility for the mistakes and achieve-
ments found in 67,5 % of the sample.
Another component of gender differ-
ences appear. In what role gender plays
a leader and the homogeneity of the
team. This archetype is mentioned in
62,5 %. The third archetype (leader-
ship style) and it occurs in 57,5 % of
respondents. Participants do not want
to take over responsibility because they
are afraid of possible consequences, the
fifth archetype and he described 45 %
of correspondents. Hierarchy is found
in 40 % of the sample. Before last arche-
type is introversion and extroversion,
which has a frequency of 32,5 % of re-
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spondents. And seven archetype of con-
flict between the leader and the team is
the presence of two or more leaders in
one group of 17,5 %.

The obtained data describing the
most widespread archetypes conflict
between the leader and the team. The
list above these archetypes gives rise to
a more thorough study of the problem
of larger sample.
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