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Abstract 

This s tudy was undertaken to investigate the relationship among p erceived leaders ' 

leaders hip s tyles and the choice of conflict res olution s trategies to solve different 

organizational conflicts . Leaders background variables (sex:, age, educational s tatus , and 

job levels) were also considered to see its relations hip with leaders pref erred conflict 

resolution strategies . In addition, investigating whether difference in perception of 

leaders' leadership styles exist between leaders and subordinates was another objective 

of this s tudy. 

For this s tudy purpose data w ere generated from a self report questionnaire 

administered to 469 randomly s elected samples out of 7524 Finchaa Sugar Factory 

workers . Of the 469 participants , 142 of them we re leaders and 327 of them w ere 

s ubordinates. The obtained data w ere analyzed us ing both dep endent and indep endent 

t-tests , bivariate correlational analys is , one w ay ANOVA, and Tukeyl Kramer post hoc 

comparison. 

Results obtained in (itis s tudy indicated that there is s ignificant perception difference 

between subordinates and leaders in their perception of leaders ' leaders hip s tyles. Of 

the eight leadership styles cons idered in this s tudy three of them were found to be 

s ignificantly re lated to three of the five conflict resolution s trategies. Among the leaders ' 

background variables , age and educational s tatus was found to be s ignificantly re lated 

to a voidance and collaboration conflict resolution s trategies resp ectively. This s tudy also 

f ound out tha t leaders a t different organizational levels (lower, middle, and higher) 

s ignificantly differ from one another in applying domination and accommodation conflict 

resolution s trategies. 

III 



CHAPTER ONE 

1. INTRODUCTION 

1.1. Background of the Study 

Confiict is one of the major organizational phenomena. It has been claimed 

that, no investigation of how organizations operate is complete without 

understanding the significance of conflict a nd the techniques of its 

management (Robbins, 2007). In organizational settings conflict is inevitable 

because not all persons think alike. 

Organizational conflict is a disagreement between or within groups and/ or 

individuals in an organization. The groups may be workers, workers' unions or 

management team. Organizational conflict is common at the workplace because 

people always have divergent views on various issues, interests, ideologies, 

goals and aspirations (Salami, 2009). 

Organizational behavior and management literatures have classified 

organizational conflict in to four on the basis of organization at which it may 

originate. These are intrapersonal, interpersona l, intra-group a nd intergroup 

conflicts (Tjosvold, 1983). Intrapersonal conflict occurs when an organizational 

member required to perform certain tasks and roles, which do not match with 

his/her expertise, interest, and values. Interpersonal conflict refers to conflict 

between two or more organizational members of the same or different 

organizational units. Intra-group conflict refers to conflict among members of a 

group or between two or more sub-groups within a group. And inter-group 

conflict refers to conflict between two or more units within an organization. This 

study focuses on the later three organizational conflicts. 

Previous researchers viewed organizational conflicts in different ways. The 

traditional view of conflict within organizations suggests that conf1ict negatively 

affects goal accomplishment and should be avoided at a ll costs . For the human 

relation theorists, it was assumed as the result of faully leadership or a lack of 



participative management (Edgar, 1980). Contrary to this view point, classical 

sociologist Simmel (1955),as cited in Rahim (1 986) argued that certain amount 

of conflict is essential for the proper functioning of groups. 

Conflicts that arise in organization sooner or later might h ave different effects. 

It can lead to such positive effects as innovation and change, a search for new 

ideas, dealing over long-standing problems and testing people's capacities. 

Likewise conflict might bring such dysfunctional outcomes as increasing 

distance between people, deveioping a climate of distrust and SUspIcion, 

resistance to teamwork and turnover (Daniel, 2001). If the organization has to 

benefit from the conflict, the managers or supervisor's task is not to avoid or 

eliminate conflict but to manage it properly so that its positive aspects can be 

realized (Bednar, 1986) . 

The person in authority should use his or her power to resolve conflict by 

helping the conflicting groups or persons agree on goals that transcend their 

own dispute by action as neutral third party to resolve tension and enable them 

to discuss their problems calmly. The leader influences and directs individua ls 

and groups, and is required to" have many qualities and skills in order to 

effectively handle conflicts (Kotter, 1986). 

Conflict resolution is a relational approach to handle conflicts. It is a process in 

which inter personal communication is used to get the parties to a conflict to 

reach at an amicable and satisfactory point of agreement (Rahim, 2002). 

Blake and Mouton (1964, as cited in Panagoits, 2006), were the first authors to 

develop a conceptual scheme for classifYing how to handle intra-organizational 

conflict. The pivotal notion in their model was the extent to which the manager 

is concerned for production or for people. Their idea was further developed by 

Thomas (1 976) who placed emphasis on the intention of the parties in conflict. 

That means whether conflicting parties are assertive (attempt to satisfy one's 
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own concern) or coopera tive (attempt to satisfy the other party's concern). As 

figure-1 below show, high concern for self or low concern for others and vice 

versa results in a preference for collaborating, compromising, dominating, 

accommodating, and avoiding conflict management styles (Woodlti, 1987). 

Concem for others 
(CoopuariF~J1I:~SS) 

l..o~. 

(Ullro.;pm1!i"'j 

Dominating 
(C.mptli"y 

Low High 
(CII!}.u{rliJI) ? -imrlil ~J 

Concern for self 
(.45sutin~'ll~55) 

Figure 1 

A Two Dimensional Model of Conflict Handling Styles 

Compiled using ideas form Rahim (1983) and Thomas and Khiman (1974) both 

cited in Brahnam, Margavio, Hignite, Barrier and Chin (2005, 199) . 

The collaborating strategy is one in which one party shares information and 

clarifies issues on the point of conflict with the other party so as to reach at a 

solution acceptable to both parties. This conflict management strategy ranks 

high on both assertiveness and cooperativeness, supporting a win-win 

orientation. It engenders positive work behavior and attitudes of the parties in 

conflict (Moore & Rudd, 2006). 

The compromlsmg strategy IS a give and take method of resolving conflict 

whereby both parties give up something to make a mutually acceptable 

decision. It might also mean splitting the difference, exchanging concessions, or 

seeking a quick middle-ground position. It is characterized by intermediate 
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concern for both self and others (Vokic' & Sontor, 2009) . This strategy may also 

result in positive work behaviors a nd attitudes (Kotlyarl & Ka rakowsky, 2006). 

The dominating strategy is the one in which one party adopts a competing 

strategy to force the other party to accept a particular position. This strategy 

rates very high on assertiveness · and low in its cooperation and may result in 

negative work behavior of the group that has to lose (Panagoits, 2006). 

Accommodating strategy involves avoiding conflict; it rates low on assertiveness 

and high on cooperativeness. This style is associated with attempting to play 

down the differences and emphasizing commonalities to satisfy the concern of 

the other party. A person or group which uses this style neglects his or her own 

concern to satisfy the concern of the other party (Bednar, 1986) . This strategy 

may also result in positive work behavior and attitudes 

Avoiding strategy involves the tendency of a party to a conflict to refrain from 

and ignore the conflict a ltogether rather than trying to directly resolving it. This 

strategy is more used by those employees who are not much concerned for 

themselves and others. It may take the form of postponing an issue until a 

better time come, or simply withdrawing from a threatening situ ation . This 

strategy has the tendency to generate counter productive work behavior (Alper, 

Law & Tjosvold, 2000; Meyer, 2004; Ogungbomila, 2006; Omolua bi, 2001,all 

cited in Salami, 2009). 

Leader's perspectives on power tend to influence their strategies of conflict 

management and employee's spirit to work together effectively. Leaders who are 

concerned about organizational renewal will seek to foster organizational 

cultures that are hospitable and conducive to creativity, problem solving, risk 

taking and experimentation (Moore & Rudd, 2002). 
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In order to ma inta in orga nizational success, leaders need to develop the 

processes, cultures and behaviors capable of collaborating and resolving 

conflicts in ways that benefit the consumers and employees. Thus, leaders are 

expected to do very much in order to creatively manage internal conflict in the 

organization for the assurance of organizational member's job satisfaction and 

organizational goal attainment (Daniel, 2001). 

Leadership styles are the aspect of leadership that has been extensively studied 

and documented in leadership literature (Grint, 2005) . It refers to the 

characteristic manner In which an individual leads others . Early 

conceptualizations categorized leadership styles as either autocratic, 

democratic or laissez faire (White & Lippitt, 1960). Later on, Hersey and 

Balanchard (1977), as cited in Bednar (1986), identified four leadership styles 

through their work with situational approach to leadership: directing, coaching, 

supporting or delegating. 

A new leadership paradigm has emerged shifting emphasis from the traditional 

or transactional approach to transformational leadership orientation. The 

concept of transformational leadership was first used by Burn (1978) in his 

descriptive research on political leaders, and it was refined by Bass (1985). 

Burns viewed transactional and transformational leadership as dimensional 

construct with the two at opposite ends of the same continuum. In contrast, 

Bass viewed them as complementary constructs and it is necessary for a leader 

to engage in both leadership behaviors. 

Transformational Leadership theory is all about Leadership that creates 

positive change in the followers whereby they take care of each interest and act 

in the interests of the group as a whole (Bass,1985). Transactional leadership 

theory is most widespread and commonly used in many organizations. It is 

based on transactions or deals made between an employee and organization or 

between followers and leaders (Moore & Rudd, 2006). 
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According to Burns (1978) transactional leadership approach assumes that 

reward and punishment are things that motivate people, a clear chain of 

command works best in runningan organization, once employees agree to do a 

job then they are entirely in the hands of a manager, and once employees cede 

complete authority to a manager, employees must do as they are told. These 

theories of transactional and transformational leadership would serve as the 

theoretical framework of this study. 

Transformational leadership is a more human leadership theory, as compared 

to the militaristic transactional theory (Bass, 1985). It assumes inspiring 

employees to do great work through example and the force of leader's 

personality. This theory claims that people rise higher through positive 

motivation than via punishment. 

Transactional leader works within the existing organizational culture of the 

group. They explain to their subordinates what is required of them and then 

negoti ate th e compensation they will receive if they meet the requirem~nts , 

either the promise of reward for good performance or the threat of punishment 

for poor performance (Bass & Avolio, 1995). 

Bass (1985) applied the concepts of transactional and transformational 

leadership to business organizations. He identified a range of seven components 

representing transformational, transactional and non-leadership. He divided 

transformational and transactional leadership in to four and two components 

respectively. The four transformational leadership components are Charisma or 

idealized influence, inspirational motivation, intellectual stimulation, and 

individualized consideration or attention. 

Charismatic leaders are those leaders who display convictions, take stands and 

appeal to followers on an emotional level. Leaders with this type of leadership 
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style are admired and respected by followers, and serve as strong role models 

(Northouse, 2001). 

Inspirational motivation behavior is a leader characteristics displayed when 

she/he inspires and motivate subordinates to demonstrate commitment to the 

shared vision of the organization. Leaders who engage in this behavior clearly 

communicate high expectation to followers and increase team spirit and 

enthusiasm (Northouse, 2001). They also demonstrate self-determination and 

commitment to attain objectives, and present an optimistic and achievable view 

of the future. 

Intellectual stimulation IS the degree to which the leader challenge 

assumptions, take risk, stimulate and encourage creativity in followers. 

Followers are encouraged to question their old ways of doing things, think on 

their own, address challenges and consider creative ways to develop themselves 

(Bass & Avolio, 1995). Subordinates under such leadership are not hesitant to 

offer their ideas, become critical in their problem solving and tend to have 

enhanced thought processes. 

Individualized consideration refers to leaders character to attend to each 

follower's needs, and acts as a mentor or coach to the follower. The leader pays 

attention tu the individual differences and treats individual employees in a 

caring and unique way (Krishnan & Srinivas, 1998). 

The two transactional leadership components are contingent reward and 

management by exception. Contingent reward refers to the engagement of 

leaders and followers in an exchange process in which effort by followers result 

in a specific contractual reward. In this case transactional leaders clarify the 

roles followers must play and the task requirements followers must complete to 

reach their personal goals while fulfilling the mission of the organization 

(Krishnan & Srinivas, 1998). 
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Management by exception occurs when transactional leaders intervene to make 

some correction and generally involves corrective criticism and negative 

reinforcement (Panagoits, 2006). Management by exception can be active or 

passive. Active management by exception approach oriented transactional 

leaders closely monitor their followers so that they can detect mistakes and 

take corrective action (Rudd & Moore, 2006). Transactional leaders who engage 

in passive management by exception intervene with their follower's task only 

after standards have not been met or problems arise (Schijndel & Burchard, 

2007). 

The last one is the non-lea dership component. Non-leadership refers to laissez­

faire leaders who abdicate responsibility, delay decisions, offer no feedback, and 

make little or no effort in helping followers to satisfy their needs and goals 

(Bass & Avolio, 1995). These types of leaders tend to let things drift, since their 

ma in aim is to stay on good terms with every member of Lhe organizaLion. 

Studies have revealed that there is a difference between subordinates and their 

leaders III their perception of the leadership capacity of leaders. 

Yukl( 1989),reported that leaders strives to associate their ways of leading 

others with leadership styles which most people categorize as the good one. 

Whereas, subordinates perceived their leaders' leadership styles as either the 

way it is exactly displayed by the leaders or different from the way it is 

perceived by their leaders . Another study also showed that leaders tried to put 

their leadership styles in appositive light although they lag behind on some 

good leadership characteristics, like transformational leadership styles(Avolio & 

Bass, 2004). 

1.2. Statement of the Problem 

Leadership and conflict management are vital areas for the sllccessful 

performance of organizational activities. The role of leadership in management 

is largely determined by the organizational culture of the company. It has been 

argued that leader 's beliefs, values, and assumptions are of critical importa nce 
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to the overall style of leadership that they adopt which in turn influence their 

conflict management mechanisms (Hellriegel & Slocum, 2004). 

In his study on the relationship between leadership style and group conflict, 

Kozan (1991) found out a correlation between the type of conflict and the 

leadership style displayed. However, Katz has not focused on the leaders' styles 

of conflict management, which is very essential concern that leaders are highly 

responsible for. The present study strives to fill this gap by correlating leaders 

preferred leadership style with their conflict management strategies. 

Many people enter into certain organization seeking friendship a nd collegiality. 

They desire membership in an institution of likeminded men and women. They 

expect to find leaders they can relate to and identify with i.e. leaders who share 

their ambition, ideas, talents and skills (Diamond, 1993). The relationship 

between the leaders and the subordinates is largely influenced by the strategy 

which the leaders use to resolve work or relationships related conflict that arise 

in the organization (Bass & Avolio, 1995). The present researcher is interested 

in investigating the extent to which today's leaders tend to u se morc 

appropriate ways of conflict handling strategies when conflict come into being 

in the organization, which establish a good work relationship among the 

employees. 

Kotlayr & Karakowsky (2006) studied how three leadership styles affect the 

emergence of group conflict: transactional, transformational and non­

leadership. Transactional leadership focuses on an exchange of reward for 

performance. Transformational leadership focuses on motivating employee by 

appealing to higher order needs, and non-leadership focuses on self managed 

teams. The findings showed that transformational leadership was more effective 

in generating cognitive (productive) conflict than the other two leadership 

styles. 
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Kotlayr & Karakowsky did not address in their investigation as to how those 

leaders manage group conflict for the best of group performance. However, 

sometimes harmful conflicts consciously or unconsciously might be created in 

the organization as organizational activities progress. During this time the 

leader has no choice rather than interfering with the conflict situation in order 

to minimize its negative consequences. The way leaders manage the conflict 

might differ from one leadership style to the other. The present study 

investigated the difference among perceived leadership styles In choosing 

potential conflict management strategies. Thus, In order to enhance 

understandings about the relationship between perceived leadership styles and 

the choice of conflict management strategies leader's sex, age, educational level, 

work experience, and organizational job level were considered in this study. The 

following basic research questions were used through the course of the study to 

guide the research: 

• What are the prominent leadership styles and conflict resolution 

strategies demonstrated by leaders? 

• Does perception difference exist between leaders and their subordinates 

in perceiving the leader's leadership styles? 

• Is there any relationship between leader's leadership styles and the 

choice of conflict resolution strategies? 

• Do leaders' choices of conflict management strategies differ based on 

their sex, educational level, age and experience? 

• 00 age, experience, and educational level of leaders has any relationship with 

their choice of conflict resolution strategies? 

• Does leader's choice of conflict management style differ across 

organizational job levels? 

1.3. Objectives of the Study 

This study was aimed to investigate the relationship among leaders' perceived 

leadership styles and their ' choice of potential organizational conflict 
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resolution strategies. Leaders' background variables and leadership styles 

were considered to see their relationship with leaders' preferred conflict 

resolution strategies. Specifically the objectives of this study were to: 

• Assess the prominent leadership styles and conflict resolution strategies 

demonstrated by leaders. 

• Investigate whether perception difference exist or not between leaders 

and the subordinates in perceiving leader's leadership styles. 

• See the relationship between leaders'leadership styles and their choice of 

conflict resolution strategies. 

• See the if leaders' choices of conflict management strategies differ based 

on their sex, educational level, age and experience 

• Investigate if leader's age, work experience and educational level has any 

relationship with their choi'ce of conflict management strategies. 

• See whether difference in choosing conflict resolution strategies exist or 

not among leaders at different organizational levels 

• Investigate whether perception difference exist or not between leaders 

and the subordinates in perceiving leader's leadership styles. 

1.4. Significance of the Study 

• Results of this study may provide leaders with important insights about 

their leadership styles and its correlation with their conflict resolution 

strategies, which would help them to improve or maintain their leading or 

conflict resolution styles. 

• Results obtained in this study may also serve concerned bodies of 

organizations to prepare training programs to equip their leaders with 

appropriate ways of resolving conflict and leadership styles that suits to 

existing organizational system. Finally, findings of the study may provide 

information for people who are interested to make further investigation in 

a similar area. 
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1.5. Delimitation of the Study 

The study is delimited to identifying the relationship among perceived 

leadership styles of leaders in Finchaa sugar factory and their choice of conflict 

management strategies by taking leader's age, sex, experience, and job level in 

to account. Even though organizational culture, structure, and nature of the 

task might also affect leader's choice of conflict management strategy, these 

variables were not considered in this study. 

1.6. Limitations of the study 

The findings of this study should be viewed with some limitations. Data were 

collected from only sample drawn from one organization that may limit 

generalizability of results obtained to other organizations. Another shortcoming 

is the use of only self report measures to collect data. Obviously, the result 

could have been more dependable, if qualitative research methods like interview 

and focus group discussion were also employed, but it was difficult to 

undertake. Because the factory operates twenty four hours and employees work 

in shift; if they work on day shift, they rest over night and vice versa. So, they 

have no time to give information sought through face to face interaction. Lastly, 

it should be noted that the relationships found in this study are correlational 

and not causal. Hence, further study is suggested to be conducted to establish 

a causal-effect relationship among variables considered in this study. 

1. 7. Operational Definitions of Some Terms 

• Leadership- Inducing subordinates to pursue common or at least joint 

purposes that represent the values and motivation of both leaders and 

subordinates. 

• Leadership styles- characteristic manner in which an individual leads 

others. 

• Conflict- differences, disagreements or incompatibilities which occurs at 

work. 
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• Transformational leader" a leader who motivate subordinates to do 

more than what they are originally expected to do. 

• Transactional leader-leader who influence subordinates behavior by 

bargaining or making exchanges with them. 

• Leader- division heads, department heads, supervisors, foremen or 

headmen of certain team or group. 

• Lower level leaders - Headmen of any division of the factory, who lead 

certain team or groups. 

• Middle level leaders - Supervisors or foremen of any department of the 

factory, who lead certain team or groups. 

• Higher level leaders -Division heads or department heads of any 

division of the factory, who lead certain team or group. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1. An Overview of Organizational Conflict and Leadership 

Conflict is an inevitable product of organizational life. It has been defined as the 

process that results when one person (or group of people) perceives that 

another person or group is frustrating, or about to frustrate an important 

concern of person, group or the organization at large (Thomas, 1992). 

Organizations are living systems consisting of interacting units performing a 

task in a mutually dependent manner within a structure of scarce resources. It 

seems a common place where conflicts would exist in such settings. 

The groups or persons in an organization may have a conflict about the 

distribution of resources, change in organization, and the basic nature of their 

interaction. Once the parties are in a situation of goal incompatibility, their 

conflict develops in a dynamic fashion, initiating valuable and much-needed 

constructive changes or leading to distractive consequences (Rahim, 2002) . 

Rahim further arglJ",d that confl ict may be uncontrollable , it mRy even be R 

source of problems, but it is absolutely necessary if change is to occur, a nd if 

organizations are to survive and a dapt. Organizational change and innovation 

does not just happen, it requires a stimulant, that stimulant is conflict 

(Deutsch, 1973). 

Organizational leaders play a great role in minimizing the bad side of the 

conflict and maximizing the positive outcome that the conflict may lead to. They 

must be strong enough to influence the developmental dynamics of a conflict, 

so that the parties' attitudes and actions will lead to better coordination and a 

more appropriate employees' interdependence (Robins, 2007). Leaders must not 

seek eliminating organizational conflict for that it is hardly a realistic goal. As 

Kestner (2002) has argued, an organization devoid of conflict " ... may indicate 

autocracy, uniformity, stagnation and mental fixity. P. 12." Thus, leaders ought 
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to accept a nd occasiona lly encourage desirable conflict, because change and 

other desirable consequences are products of conflict. 

Leaders cannot solve problems alone. In today's complex world, problems call 

for the combined expertise of multiple resources and assistants. For this 

reason, strong emphasis needs to be placed on promoting team work and 

strong leadership. Leaders must recognIze the creativeness of all the 

organization members across multiple disciplines. Suggestions and ideas from 

the subordinates need to be considered individually by the leaders while dealing 

with different conflict situations. Leaders must promote collaboration and team 

work, respecting each other's expertise in order to facilitate change and solve 

complex organizational problems and challenges (Blanchard & Zirgami,1985). 

Effective leadership requires leading others to think innovatively and promoting 

the continual discovery of new solutions. To le~d subordinates in an orderly 

manner through the organizational process, leaders need to become process 

leaders rather than relying solely on their content expertise (Northouse, 2004). 

Blanchard and Zirgami( 1985) also contended that effective leaders should 

recognize that they cannot solve all their critical challenges alone and that 

solution for the problem at hand lie within the ~anizational members they are 

leading toward common goals. 

The leadership factor is the most important of how conflict will be handled 

within a given department andj or organization. According to Kotlyarl and 

Karakowsky (2006), the leader of the employee is the first person to assess 

whether the conflict is a symptom of a big problem or merely an isolated event. 

The leader should be able to identify, address, and resolve conflict to enhance 

organizational productivity and success. Having identified the source of the 

conflict through assessment of the problem, the leader should strive for 

establishing common ground (mutual goals and interests) that conflicting 
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individuals and/or groups share and use that as the foundation of the 

resolution (Haslam, 2001) . 

2.2. Organizational Leadership and its Approaches 

Leadership has been defined in many ways. A major concept m different 

definition of leadership is that it is a relationship through which one person 

influences the behavior or actions of other people toward accomplishment of 

organizational objectives (Mullins, 2007). Leadership has also been understood 

as a long term relationship, or partnership, between the leaders and the group 

members. According to Block (1993), in a partnership, the leader and group 

members are connected in such a way that the power between them is 

approximately balanced. Block's conception of leadership as a partnership is an 

ideal to strive towards it. 

In order to understand leadership, it is important to grasp the difference 

between leadership and management. Although the two terms are often used 

interchangeably, management is more usually viewed as getting things done 

through other people in order to achieve stated organizational objectives. 

Mullins (2007) conceptualized the functions of managers as planning, 

organizing, directing and controlling organizational activities. On the other 

hand lea dership deals with change, inspiration, motivation and influence. 

As to Durbin (2007), Managers produce order, consistency, and predictability, 

whereas leaders produce change and adaptability to new products, markets, 

competitors, customers and work processes. Durbin also argued that 

leadership in contrast to management involves having a vision of what the 

organization can become and mobilizing people to accomplish it. According to 

Kotter (1990), a prominent leadership theorist, managers must know how to 

lead as well as manage, and the leaders have to know how to manage and lead. 

Without being led as well as managed properly, organizations face the threat of 

extinction. 
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Many different theories and explanation of leadership have been developed 

because of the interest in leadership as a practice and as a research area by 

different researchers at different time in the past. Several attempts have been 

made to integrate the large number of approaches to leadership into one 

comprehensive framework. Durbin (2007) expressed the concept of leadership 

in simple formula with a profound meaning: L ~ f (I, gm, and s). The formula 

indicates that the leadership process is a function of the leader (L), group 

members (gm), and other situational variables (s). However, Durbins' leadership 

frame work was not the only approach to leadership, but there were other 

approaches which were built by different organizational behavior researchers. A 

brief overview of various approaches to leadership is given below. 

2.2.1. The Great Man Approach 

The classical view to understand leadership emphasized on the great man 

approach. It assumes that leaders are exceptional people, born with innate 

qualities, destined to lead. The great man approach has an illustrious history 

that goes back to Plato and classical Greece. More recently, in the nineteenth 

century, Francis Galton believed that good leaders were born, not made. I-Ie 

investigated hereditary background of 'great men' in order to discover inherited 

capabilities of great leaders (Stogdill, 1974) . The use of term 'man' was 

intentional since until the latter part of the twentieth century leadership was 

thought of as a concept which is primarily dominated by males (Kotter, 1990). 

According to this approach the route to find effective leader is to study their 

lives and emulate them (Mullins, 2007). However, world's most effective leaders 

display widely different personal qualities and emulating great men would 

altogether be difficult process. This led to the evolution of the next school of 

leadership known as trait approach. 

2.2.2. The Trait Approach 

The trait Approach evolved from the "Great man" approach as a way of 

identifying the key characteristics of successful leaders. Like great man 
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approach to leadership this theory also suggests that leaders are born, not 

made. Hence, advocators of trait approach list a number of traits, which are 

believed generally to be related to effective leadership unlike the great man 

approach. For example, leaders tend to be above average with rcspect to size, 

health, physical attractiveness, intelligence, self confidence, sociability, 

talkativeness and need for dominance (Hogg, 2005). 

The major problem with trait approach lies in the fact that almost as many 

traits as studies undertaken were identified. After several years of such 

research, it became apparent that no consistent traits could be identified. 

Although some traits were found in a considerable number of studies the 

results were generally inclusive. Some leaders might have possessed certain 

traits bUl t.he absence of them did not necessarily mean lhal lhe per:>on wa:> 

not a leader (Stogdill, 1974). 

Although there was little consistency in the results of the various trait studies, 

however, some traits did appear more frequently than others, including: 

technical skill, friendliness, task motivation, application to task, group task 

supportiveness, social skill, emotional control, administrative skill, general 

charisma and intelligence (Stogdill, 1974). 

Trait approach theorists did not take into account the influence of situational 

variables that might moderate the relationship between leaders' traits and 

measure:> of leader:>' effectivene:>:>. The Lrail approach lo leader:>hip doe:> noL Lell 

us which traits are absolutely needed in which leadership situations. The right 

amount of trait for a given leader is also undefined. Absence of reliable findings 

that link individual trait to leadership effectiveness largely abandoned trait 

approach in the middle of the twentieth century (Yuki, 2002). These all 

shortcomings of trait approach led to the upcoming of another approaches to 

leadership having different assumptions as to how leadership should be 

conceptualized. 
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2 .2 .3 . The Behavioral Approach 

In the late 1940's organizational behavior researchers began to explore the 

notion that how a person 'acts determines that person's leadership 

effectiveness. Instead of searching for traits, these researchers examined leader 

behaviors and its impact on performance and satisfaction of subordinates 

(Ivancevich, 1990). 

Behavioral approach to leadership suggests that leadership can be taught, and 

leaders can be made rather than born. Behavioral theorists look at what leaders 

actually do. This opened the floodgates to leadership development, as opposed 

to simple psychometric assessment that sorts out those with leadership 

potential from those who will never have the chance (Tosi, Mezo &Rizzo, 2000). 

Leadership behavior research at Ohio state university sought to clarify relevant 

aspects of leadership behaviors and found out that subordinates perceived the 

behavior of their leaders in terms of two independent dimensions: Initiating 

structure and consideration (Durbin, 2007). Structure initiation involves 

behavior in which leader organizes and defines the relationship in organization 

through such activities as assigning specific tasks, specifying procedures to be 

followed, scheduling work, and clarifying expectations for team members. 

Consideration is the degree to which the leader creates an environment of 

emotiona l support, warmth, friendliness, and trust with the subordinates. The 

leader creates this environment by being friendly and approachable, looking out 

for the personal welfare of the group (Ivancevich, 1990). 

Leadership was explored as a style in behavioral approach to leadership. 

Instead of focusing on the individual traits that the leader should possess. the 

goal of behavioral theorists was directed towards studyin g the nature of 

managerial work, and classification of different functions, practices, roles and 

behaviors of the leader (Beryman, 1996) 
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This approach was based on the assumption that behavior can be learned and 

altered through practice. This led to a n interest in training leaders, and 

investigation as to whether one kind of behavior was more efficient than others 

(Bass, 1990). Bass further argued that there are no best leadership styles 

which maximize efficiency and satisfaction in all situations. Rather, successful 

and effective leaders are able to adapt their style to fit requirements of different 

situations. However, behavioral researchers did not address the role of 

situational factor in influencing leadership behavior and effectiveness. This 

limitation led to the development of another leadership theory which would 

substant.iate the pitfalls of behavioral approach. 

2.2.4. The Contingency Approach to Leadership 

Contingency approach emphasizes the role of contextual factors and how they 

either influence leadership behavior directly or moderate the relationship 

between leadership and measures of leader effectiveness. Social psychologists 

have thoroughly investigated potential situational variables that affect 

leadership roles, skills, behaviors, and subordinates performance and 

satisfaction. Numerous contextual variables were identified, but no theory 

pulled it all together (Durbin, 2007). This led to the emergence of different 

s ituationa l based leadership models such as Fielder's contingency model, 

Hersey and Bianchard's situationa l theory, leader-member exchange theory of 

George, the path-goal theory of Robert House, Leader-participation model and 

decision making model of Vroom and Yetoon (Beryman, 1996). Among these 

Fielders' contingency theory, path goal theory and the Vroom-Yetton model are 

the most prominent contingency theories (Fielder, 1967; House 1971; Vroom & 

Yetton, 1973; cited in Tosi, Mero & Rizzo, 2000). 

Fielder's contingency theory concentrates on three situational factors (task 

structure, quality of leader-member relations, power inherent in the leader's 

position) that affect the leader's ability to influence his / her subordinates 

(Schermerhorn, 1985). According to Fielder, depending on these factors the 

20 



leader may adopt task or employee oriented leadership style. Leader-member 

relations are the amount of loya lty, dependa bility and support that the leader 

show or give to or receive from the employees. Task stru cture is the extent to 

which jobs are defined a nd specified. Position power is the d egree of influen ce a 

leader has over power variables such as hiring, firing, discipline, promotions 

and salary increm ent. It h as been found that task motivated leaders tended to 

perform better in both fa vora ble and unfavorable situations. On the other h and, 

relationship or people oriented leaders would function more effectively in 

moderate situations (Tos i, Mero, & Rizzo, 2000). 

Maj or contribution of Fielder's work is that it has prompted others to conduct 

studies about the contingency nature of leadership. In a ddition, Fielder's theory 

is one of the most widely used theories in organizational psychology a nd it was 

extensively used as the basis for various leadership training programs 

(Ivancevich, 1990). Despite its potential a dvantages, the contingency theory is 

too complicated to have much impact on most leaders. A major problem centers 

on matching the s ituation to the leader. 

Path-goal theory advocators categorized leader behaviors in to four different 

types (House & Mitch ell, 1974), as cited in Durbin (2007). These are directive, 

su pportive, participative, and achievement oriented leadership behaviors. When 

the task is ambiguous directive Ieader is recommended. With group members 

who are unsure of themselves supportive leadership style is preferred to th e 

other three leadership behaviors. Participative leader is best suited for 

improving the morale of well-motivated employees who perform non-repetitive 

tasks. Achievement-orientated leader works well with achievement oriented 

team m embers a nd with those working on ambiguous a nd non-repetitive works. 

Despite its contribution to the understandings of organizational leadership, 

path-goal theory h a d so many nuances and complexities tha t have attracted 

little interest from experts in the a rea of organizationa l behavior research 

(Durbin, 2007). 
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Vroom and Yetton model suggests five leadership d ecision s tyles, two of them 

made by autocratic leader, and another two made by participative leader, and 

the last one made by the group. Decision by autocratic leader is made either by 

the leader alone using information available at the time or obtain information 

from subordinates and then decide on the issue alone. On the other hand 

participative leader share the problem either with relevant subordinates 

individually or with subordinates as a group, then the leader makes the 

decision that mayor may not reflect the views of subordinates. These leader's 

decision styles are chosen based on decision quality, decision acceptance and 

the amount of time required to make decision (Mullins, 2007). 

The central proposition in the Vroom and Yetton model is that the decision 

making method should be appropriate to the problem being solved. Thus, all 

decision methods are useful and important to a leader, and each should be 

used over time. The task is to know when and how to implement each as the 

situation requires (Schermerhorn, 1985). The Vroom and Yetoon model has 

been criticized as being complex and cumbersome (Tosi, Mero & Rizzo, 2000). 

2.2.5. Multifactor Leadership Approach 

The multifactor approach to leadership, developed by Bass in the 1980s, 

encompasses a range of leader behaviors. This approach incorporates 

transformational, transactional, and Laissez-faire styles of leadership . These 

leadership styles have been described to have a direct effect on individual as 

well as organizational level outcomes (Bass, 1990). 

Bass (1985) based his descriptions of transformational and transactional 

leaders on Burns's (1978) ideas. Bass classified leadership ability to ordinary 

(transactional) and extraordinary (transformational) leadership. He described 

ordinary leaders as those who influence employee compliance by expected 

rewards. Transformational leaders are those who motivate their subordinates to 

perform beyond expectations. The work of Bass and his colleague (Sass & 
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Avolio, 1995) expand Burns 's factors of lead er ship to include a third factor 

called as Laissez-faire leadership; uninvolved leaders. Bass (1985) investigated 

key behaviors of leaders in public and private organization and developed a 

model of transformational leadership. 

2.2.5.1. Transformational Leadership Style 

There is a considerable variation in the way transformational leadership is 

conceptualized. Bennis (1959), as cited III Burns (1 978), described 

transformational leader as someone with the ability to reach the souls of his or 

her followers. This description has been modified by Burns (1978), who was the 

first person to propose that transformational leadership represents the 

transcendence of leader and followers self-interest for the sake of organizational 

mission and vision attainment. According to him, transformational leaders are 

those who are able to make their subordinates to be aware of the importance of 

sharing organizational goals and values. 

YukI (1989) defined transformational leadership as the process of influencing 

major changes in attitudes and assumptions of organizational members and 

building commitment for the organization's miSSIOn and objectives. 

Transformational leaders are said to appeal to higher ideals and moral va lues of 

followers, heighten their expectation, and spur them to greater effort and 

performance on behalf of the organization (Bass & Avolio, 1995). Ba ss and 

Avolio a lso suggest that transformational leader inspires followers with vision of 

what can be accomplished through extra personal effort. 

Transformational leaders have the ability to motivate their subordinates to 

commit themselves to perform beyond expectations (Howell &Avolio, 1992). 

According to Bass, leaders motivate their subordinates in three main ways. One 

is by raising subordinates' awareness levels about how organizational objectives 

are to be achieved. The other is through encouraging co-workers to put 

organizational objectives above their own personal interests. The leaders can 
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also motivate subordinates by satisfying and stimula ting their higher order 

needs. In order to influence subordinates as effectively as possible, 

transformational leaders must possess and display four characteristics; namely 

idealized influence, inspirational motivation, intellectual stimulation, and 

individual consideration (Bass & Avolio, 1995). 

Idealized influence is the emotional component of leader's behavior that moves 

followers from their self-interest to a major purpose. Leaders demonstrating 

idealized influence or charisma have a good vision, a strong influence and well 

stated mission of their organization (Bass, 1990). They instill pride in their 

subordinates and command respect. Employees have a high level of trust and 

confidence in such leaders, tend to adopt their vision, seek to identify with 

them, and develop strong sense of loyalty to them. A charismatic leader does 

not derive his or her authority and the legitimization of his or her leadership 

from rules, position, or tradition, but from the follower's faith and trust in him 

or her (Bass & Avolio, 2000). In one study idealized influence was found to be 

the prominent leadership style frequently used by the leaders (Moore &Rudd, 

2006) . 

Leaders who encourage their subordinates to be innovative and crea tive are 

known a s intellectually stimulating leaders (Bass & Avolio, 1990). Such leaders 

provide their subordinates with alternative ways of solving problems. In 

addition, intellectually stimulating leaders arouse In their subordinates a 

greater cognizance of problems, awareness of their own thoughts and 

imagination, and recognition of their beliefs and values. Intellectual stimulation 

can occur at the dyadic, one, group or organizaliona l levels. Il is seen 111 

subordinates conceptualization, comprehension, and discernment of the 

problem they face and their solutions (Bass, 1985). 

According to Mitroff (1978), intellectual contribution of a leader is particula rly 

important when organizational members face ill-structured rather than well-
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structured problems. For example, senous problems, such as inadequate 

equipment, inappropriate procedures, delays, excessive costs, and so on that 

reduce the unit's effectiveness (Yuki, 2002). Yuki also suggest that intellectually 

stimulating leaders are by and large needed when groups exist in a hostile 

environment, and its survival is endangered by competitors and external 

opponents who cause periodic crises. 

Leader's inspirational motivation is about motivating and inspiring through 

providing challenges and meaning within their work environment. Unlike 

idealized influence, inspirational motivation can occur without the need for 

identification of subordinates with the leader (Avolio & Bass, 2004). 

Inspirational leaders articulate shared goals and mutual understanding of what 

is right and important for the organization in simple ways. They provide their 

subordinates with vision of what is possible and how to attain them. 

As to Beryman (1996). inspirational motivation is an intangible leadership 

behavior that impresses subordinate's confidence to reach the unreachable 

goals. Bass (1985) also argued that inspirational leaders arouse their 

subordinates' confidence in their own capacities a nd confidence in Lhose whom 

they work with. Other things being constant, leader's raising expectations 

about the success of the subordinate's effort would increase the likelihood of 

subordinate's success. Inspirational activities by the transformational leader 

become important particularly when organizational work is difficult and 

frustrating, and subordinates are likely to become discouraged by temporary 

setbacks and lack of progress (YukI, 1989). 

Individualized consideration is another aspect of transformational leadership. It 

involves understanding and sharing in others' concerns and developmental 

needs, and treating each individual uniquely (Avolio & Bass, 2004). It 

represents <'In 8ttempt on the pa rt of th e leaders not only recognizing rind 

satisfying their subordinates' current needs, but also to expand and elevate 
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those needs in order to maximize a nd develop their full potential. Individualized 

consideration involves m entoring, coaching, proving continuous feedback, and 

linking the individual's current needs to the organization's miss ion (Bass, 

1990). Leaders with individua lized consideration behavior provide training and 

coaching to their subordinates. Specifically, they apply long period of learning 

and experience when the work is complex and highly technical (YukI, 1989). 

2.2.5.2. Transactional Leadership Style 

Transactional leadership theory is embedded in the socia l learning and social 

exchange theories, which recognize the reciprocal nature of lea dership (Deluga, 

1990) . It is based on the realization that leadership does not necessa rily reside 

in the person or situation but resides in the social interaction between the 

leaders and the suburdinates (Seters and Field, 1989). Bass (1 985) referred to 

transactional leadership as an exchange relationship between leader and 

subordinates. 

Transactional leadership is based on bureaucratic authorities that give 

emphasis to task completion, a nd reward s a nd punishmen ts (Trace and Hin kin, 

1998). Tran sactional leadership occurs when one person ta kes the initiative in 

making contac t with others for the purpose of an exchange of valued things. In 

this relationship the leader and the subordinate exchange needs and services in 

order to accomplish organizational goals (Burns, 1978). Bass (1985), and Bass 

a nd Avolio (1990) described transactional leadership in terms of two 

characteristics: the use of contingent rewards and management by exception. 

Contingent reward refers to the reinforcement that the leader provides 

subordinates when they accomplish goals that were agreed upon properly. 

Contingent reward is, therefore, an exchange of rewards for meeting agreed ­

upon objectives. Contingent rewarding transactiona l leaders do not only 

reinforce subordinates for their goal attainment, but also punish them if they 

a re unable to do their job. For example, if subordina tes do not complete the 
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task as agreed with the leader, the leader imposes aversive reinforcement such 

as correction, reproof, penalization or withdrawal of authorization to continue 

(Bass, 1985) . Both contingent reward and contingent penalization are 

characteristic of transaction leadership oriented leaders. Unlike 

transformational leaders, such leaders are more concerned with efficient 

processes than with substantive ideas (Bass & Avolio, 1990). They are more 

interested in what will work rather than in what is true . 

Transactional leaders may also rely on management by-exception, which can be 

active or passive. Active management by-exception occurs when the leader 

recommend his or her subordinates to maintain the status quo. No matter how 

beneficiary the new ways of doing organizational activities are, these leaders 

fear to deviate from existing organizational norms. Such leaders make 

corrective criticisms or use negative reinforcement to maintain accustomed 

systems of doing things. They closely monitor followers so that they can point 

out mistakes and errors before it happen. Leaders adopting active management 

by exception leadership style enforce rules or standards to avoid mistakes 

(Northouse, 2001 ). A leader with passive management by-exception behavior 

only intervene when goals have not been met or a problem become serious. The 

passive management by exception behavior adopting leader waits to take action 

until mistakes are brought to his or her attention (Bass & Avolio, 1995) . 

Research indicates that leaders tend to underutilize the transactional 

leadersh ip methods. Time pressure, poor appraised methods, doubts about the 

efficiency of positive and negative reinforcement, discomfort to leader and 

associate, and lack of skill or confidence are all partly responsible factors for 

the failure to u se transactional leadership methods (Avolio & Bass, 2004). 

Avolio and Bass a lso attributed the reason why transactional leadership style 

underutilized to leader's lack of necessary reputation or resources to deliver the 

needed rewards. Those leaders who fails to deliver the appropriate rewa rds may 
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lose their reputation and therefore no longer be seen as effective transactional 

leaders (Tsui, 1982). 

When compared to transformational leadership styles, transactiona l leadership 

styles are less u sed by the leaders while dealing with different organizational 

issues. Previou s study revealed that compared to the other transactional 

leadership styles, contingent rewa rd style was largely practiced by the leaders 

and passive managem ent by exception was reported as the least used 

one(Moore & Rudd,2006). 

2.2.5.3. Laissez-Faire Leadership Style 

Laissez-faire leadership style is a non-leadership behavior that implies the 

leader's indifference towards both subordinate's action and organizational 

activities. Deluga (1990) described la issez-fa ire leader as an extremely passive 

leader who is reluctant to influence subordinates to make decision or to give 

direction. Laissez-faire leaders avoid influencing their subordina tes and escape 

supervisory duties. They leave too much organizational responsibility to 

subordinates. Subordinates who work with laissez-faire leader set their own 

goals with no m a nageria l inputs a nd work toward them with no direction. 

These lead ers do not attempt to motivate subordinates by recognizing and 

fulfilling their needs. In line with this, Study a lso indicated that subordinates' 

satisfaction and performance under laissez-faire leaders are low (Bass, 1990). 

According to Moore a nd Rudd(2006) research finding report, compared to 

transformational a nd transactional leadership styles, the non-leadership style 

was reported to be least u sed by the leaders. 

2.3. Organizational Conflict and its Models 

Orga nizations a lways contain sub-groups and sub-organizations, divisions, a nd 

departments which a re involved in a continuous interaction throClgh the 

process of organizational goals accomplishments. As to Ra him (1 986), when two 

or more person s or groups come in contact with one a noth er in attaining their 
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objectives, the relationship may become incompatible or inconsistent and would 

possibly lead to conflict. Similarly, it has also been claimed that "a conflict 

exists whenever incompatible activities occur' (Deutsch, 1973, P.67). In 

organizational area, March and Simon (1972) considered con fli ct as a 

breakdown in the standard mechanisms of decision making, which may result 

in individuals or groups facing of difficulty in selecting an alternative ways of 

solving problems. 

There is no one comprehensive definition of conflict since it depends on which 

perspective one is looking from. Definitions have been given from various 

disciplines such as psychology, sociology, communication and anthropology. 

The common dominant theme in these definitions is that conflict results from 

incompatibilities in needs, goals, or interests and perceived or real influence 

from one party against the other party to achieve these needs, goals or interests 

(Rose & Suppiah, 2006). Perception plays an important role in creating as well 

as ignoring conflict. If conflict is not perceived by either party, then it does not 

exist. However, if it is perceived, conflict occurs whether the perception is real 

or not. When conflict, real or imaginary is perceived, it m ay trigger frustration, 

anger, fear, or anxiety. Those involved in conflict start to question how much 

they can trust each other, and worry about their ability to win the difficulty. 

This stage of conflict is critical because this is when the parties tend to define 

the issu es and start looking for ways to resolve their differences (Tosi, Mero, & 

Rizzo, 2000). 

The existence of conflict has been regarded as a sign that something is wrong 

and it requires correction. Thus, conflict should be avoided (Pondy, 1969). 

Contrary to this view, nowaday's conflict is seen as inevitable 111 any 

organization and often necessary to ensure high performance. 

Cosier and Dalton (1990) argue that some degree of conflict is healthy for an 

organization. Healthy benefits of conflict may include creative approaches to 

resolving problems and making decisions. According to Tosi, Mero and Rizzo 
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(2000), there is an optimal level of conflict at which organizational effectiveness 

maintained. They meant that too much or too little organizational conflict 

downplays organizational effectiveness. If it is too little, individuals may avoid 

each other instead of interacting to work on generating new ideas and 

developing creative approaches to problem solving. On the other hand, with 

constant disagreement over many issues, innovations may never come about, 

customers may be lost, and key issues may go unresolved (Tjosvold, 1983). 

At the optimal level of conflict, quite different things happen (Tjovsold, 1991). 

There would be active attempts to improve quality and introduce changcs that 

might make the organization more competitive and effective or efficient. 

Employees with different perspectives are willing to present their ideas, which 

contribute to performance improvement. Tension and frustration are accepted 

and channeled into productive, rather than destructive efforts (Rose & Suppiah, 

2006) . The two dimensional figure below shows the relationship between 

organizational effectiveness and conflict level. 

Organizational 
Effectiveness 

Low Moderate 

Conflict Levels 

High 

Figure two: A Two Dimensional Figure of Organizational 

Effectiveness and Conflict Levels. 

Adapted from Tosi, Mero, and Rizzo (2000, P.280), Managing organizational behavior, 

Fourth edition. 

2.3.1. The Process Model 

This model assumes that conflict IS a dynamic process that involves several 

stages. Parties engaged in conflict would go through the process in many 
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different ways more tha n once (Thoma s , 1976). First, there must be a ntccedent 

conditions that cause or precede the conflict episode. Sometimes a n aggressive 

act can start the conflict process . Secondly, the parties become aware or 

perceIve the threat. Perceived conflict develops into manifes t conflict, when 

people react to the perception. Behaviors that signal manifest connict may 

include; arguments, aggressive acts, appeal to goodwill, or constructive problem 

solving. At the fourth stage, parties may agree about how to solve their 

difficulties and take steps to prevent it in the future. Sometimes connict is 

suppressed ra ther tha n resolved. This happens when the parties avoid strong 

reactions or try to ignore each other when they disagree on the issue being 

argued up on. The last stage is conflict aftermath, feelings that remain whether 

connict is resolved or suppressed. Sometimes good feelings and ha rmony or 

poorer future work relationship among employees m ay result (Hickson, 

Hinings, Lee, Schneck & Pennings, 1971). 

The process model stresses on the role of people's cognition or 

'conceptualization' in sh a ping conflict behavior. This is becau se of the fact that 

people see or perceive conflict in a fundamenta lly different ways, wh ich would 

possibly result in u s ing different conflict handling modes (Thomas, 1976). 

Pondy's (1969) finding on conflict conceptua lization a lso revealed that 

conflicting parties ' choice of conflict ha ndling mode was strongly influenced by 

how the conflict s ituation is conceptu a lized . In addition, other researchers a lso 

asserted that due a ttention should be given LO the underlying inLeres L of Lhe 

party in conflict rather than their reaction a lone (Neale & Bazerman, 199 1). 

2.3.2 The Structural Model 

The structural model to connict deals with the more stable conditions of a given 

system which shape a conflict processes. In this model a generic set of 

para meters which would encourage different conflict handling modes are 

assessed to know why one conflict ma nagement style is preferred to the other 

(Thomas, 1992). These parameters include characteristics of confli cting parties 

11 



like their personality traits, and characteristics of the context within which the 

parties interacted. 

The structural model has been built upon variables derived from several studies 

of interdepartmental conflict (Thomas, Walton, & Dutton, 1972; Walton , Dutton 

& Cafferty, 1969). The prime objective of this model is to capture the rich 

diversity of organizational conflict causing factors, in contrast to the simpler 

causal explanations commonly .given by behavioral and social psychological 

perspectives (Thomas, 1992). 

The structural model prominent advocator, Thomas (1992), identified four 

different classes of variables, which have a cumulative effect in shaping one's 

conflict management modes In any relationship. The first one is behavioral 

predisposition. The second IS . social pressure, the normative forces that 

influence conflicting parties in choosing conflict handling mode . Social pressure 

might be from the group or organization which the conflicting party is 

representing or from bystanders. The third is the structures of incemives . This 

means the parties 'stakes' in the conflicl and the degree of 'conflict of interest' 

between the parties in conflict. The last one is rules and procedures or 

constraints upon the interaction process such as decision making rules, 

negotiating procedures, and/or procedures for mediating or arbitrating the 

dispute. 

2.3.3. Cooperative versus Competitive Conflict Model 

Deutch (1973), a pioneer in social psychology since 1940s, argued about how 

people believe their goals as either predominantly cooperative or competitive 

affect their expectations and actions. Cooperative goals help peoplc manage 

their conflicts productively. It enables them to explore each other's perspectives 

and creatively integrate their views. Cooperation oriented people work for win­

win solutions that maintain and strengthen the relationship. They a re prepared 
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to discuss about the future conflicts tha t might happen In their organization 

(Tjosvold, 1983) 

Competitive goals tend to create suspicion that people will promote their own 

interests at expense of others. People in competition restrict themselves from 

exchanging information and resources, and avoid discussion with one other. 

Even if they are compelled to discuss by their boss, they try to impose their 

positions and avoid losing (Etherington & Tjosvold, 1993). Therefore, 

competitive goals make conflict management very difficult a nd would possibly 

aggravate disagreement among employees. 

Studies documented that people in cooperation share information, see each 

other's points of view, communicate and influence outcomes effectively . They 

also exchange resources, assist and support each other, discuss opposing ideas 

openly, and use higher quality reasoning (Johnson, Maruyama, Nelson & Skon, 

1981). These actions, in turn help coopera tors move forward to complele tasks, 

agree to high quality solutions, respect each other, and strengthen work 

relationships and confidence in future collaboration. 

2.4. Organizational Conflict Resolution Strategies 

Organizational conflict must not necessarily be reduced, eliminated or a voided , 

but it needs to be managed to reduce its dysfunctiona l oUlcomes. 

Organizationa l conflict management is a ll about, in general, ma intena nce of 

moderate amount of conflict a nd enabling orga nizational m embers 1.0 handle 

the conflict effectively while dealing with different orga nizational and personal 

issues (Rahim, 1986). 

Organizational conflict management involves diagnosis and interven tion In 

conflict situation. Conflict diag'nosis involves measuring the m agnilude of 

conflict and identifying its source (Deutsch, 1973). Organizationa l con n ic t has 

to be properly diagnosed becau se the underlying causes of conflict may not be 
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what appear on the surface. Leaders' intervention of the conflict may be needed 

if the parties in conflict are not handling their conflict effectively. 

According to Rahim and Banoma(1979), there are two basic approaches to 

intervention in conflict: behavioral and structural approaches. The behavioral 

approach attempts to improve organizational effectiveness by changing 

member's attitude, values, norms and beliefs. This approach is mainly designed 

to manage conflict through enabling organizational members to learn ways of 

ha ndling interpersonal conflict and the situations where they are appropriate or 

inappropriate. The structural approach deals with improving organizational 

effectiveness by changing organization's structural design, characteristics like 

differentiation and integration mechanisms, system of communication, reward 

system, etc .. Structural approach mainly attempts to manage conflict by 

reducing the amount of conflict experienced by the organizational members at 

various levels (Rahim, 2002). 

Organizational conflict management methods are as varied as its causes a nd 

contexts. Every organization has its own mechanisms and procedures for 

managing conflict. Blacke and Mountain (1964), as cited in Panagoils (2006), 

were the first authors to develop a conceptual scheme for classifying th e styles 

of handling intra-organizational conflict. The pivotal notion in their model was 

the extent to which the leader is concerned for production or for people . Their 

ideas was further developed by Thomas (1974) giving emphasis to the intention 

of the party in conflict. Thomas suggested five major strategies of conflict 

resolution that organizational leaders can adopt: collaborating, accommodating, 

forcing, withdrawal, and compromise . 

2.4.1. Collaborating Conflict Resolution Strategy 

The collaborating strategy involves an attempt to satisfy the concern of both 

conflicting parties through open discussion. It implies willingness to accept the 

other party's needs, while asserting one's own. Collaborative conflict resolution 
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2.4.2. Compromise Conflict Resolution Strategy 

Compromise is known as the middle ground solution to a problem. In 

compromise the concern of groups or persons involved in conflict s ituation 

would be partly met, provided that all of them are willing to sacrifice or be 

flexible about their concerns. That means parties in conflict should receive as 

well as give up something to make mutually acceptable decision (Kestner, 

2002). 

Compromising strategy is usefui when the goals of the conflicting parties are 

mutually exclusive or when both parties are equally powerful (Rahim, 2002). 

Rahim further elaborated that people use compromising conflict resolution 

strategy when parties in conflict are unable to agree upon their concern, a nd 

need a temporary solution to their problem. Compromise can a lso be useful 

when there are time constraints to discuss over the disagreements or prob le ms 

thoroughly. It enables the parties to make temporary solution until more time 

can be devoted to identify and analyze the complex issues (Tosi, Mero, a nd 

Rizzo, 2000). 

Compromising strategy is inappropriate for dealing with complex issues seeking 

problem solving approach. Some people believe that compromising is not a good 

way to resolve a dispute because one party may wind up giving too much to the 

other party in order to settle the dispute, and the conflicts rema in underined 

(Kestner, 2002). This strategy can be problematic if initial demands of the 

conflict are too great or if there is no commitment by the parties involved to 

honor the compromise (Friedman, Tidd, Currall, and Tsai, 2000). 

2.4.3. Accommodating Conflict Resolution Strategy 

Accommodating approach to conflict resolution refers to giving in to the "" s hes 

of another person. Accommodators feel better to give up their own goals ru I her 

than risk alienating or upsetting others. For these people conflict is bad, he n ce, 

rather than avoiding it they give in so as to keep or strengthen the relation s hip 

they have with others (Ra him, 1986). Kestner (2002) s tated that indi vid uals 
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who choose accommoda ting m ode of conflict re solution wa nt to pleasc others in 

order to keep the peace more than striving to meet their own personal needs . 

Accommodating strategy is useful when obliging party is not familia r with the 

issues involved in a conflict or the other party is right and the issue is much 

more important to the other party (Rahim, 2002) . This style may also be u sed 

as an effective conflict resolution strategy when a given party is willing to give 

up something with a hope of getting some benefit from the other party (Kazan, 

1991). There are also cases in which accommodation would be an inappropria te 

method of conflict resolution strategy. For example, if the issue of confli c t is 

important to the accommodating party and the party believes that he or s he is 

right, this strategy would be inappropriate (Friedman, Tidd, Currall, & Tsai, 

2000). It is also not recommended when the party giving in believes that the 

other party is wrong and unethical. 

2.4.4. Dominating Conflict Resolution Strategy 

Dominating strategy to conflict resolution is characterized by wi n -lose 

perspective or with forcing behavior of one individual over another to \\ 'in a 

position or resolve a conflict situation. An individual using a dominatin g s lyle 

typically uses whatever measures necessary to win the game, and a s a res ult, 

ignores or minimize the needs and expectations of the other party (Thornas, 

1992) . Such people may threaten the other party with present or future ha rm 

either physically or legally. 

In organizational settings, study indicated that a dominating conflict re sol u tion 

strategy creates behaviors that make others to solve problems less likely. Wilen 

a supervisor uses a more dominating style, subordinates are less motiva k l i to 

deal with their supervisor concerning the task at hand (Kozan, 1991) . 

Dominating conflict resolution strategy may be the best style in cri ses ; w hen 

there is no time for disagreement and discussion. It may a lso be u sed by u p per 

management for implem enting s tra tegies a nd policies, or when un pop u la r 
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In one study significant difference between men and women leaders was found 

in handling interpersonal conflicts. The women exceeded men in mean scores 

on accommodation and compromising, whereas men exceeded women in mean 

scores on collaborating and avoiding strategies of conflict resolution (Chaudhry, 

Shami, Sa if & Ahmed, 2008). Contrary to this finding, Moore and Rudd (2000) 

found that there is no significant gender difference in both sexes' conflict 

management styles. Similarly, Duane (1989) reported that there is no 

significant difference between males and females in using compromise and 

collaboration conflict management modes. However, in another study on gender 

differentials in handling organizational conflict it was found out that significant 

differences exist between female and male leaders in using domination and 

compromising conflict resolution strategies, with male leaders more use of 

dominating style than female leaders and female leaders more use of 

compromise strategy than the male ones (Shockley & Morley, 1984). 

Previous psychological research results also suggested that men and women 

leaders tend to endorse conflict management strategies that complement gender 

role expectations (Copley, 2008). That means differences in conflict resolution of 

men and women are determined by gender roles, which are considered to 

represent learned patterns of feminine (pa rticipative, accommodative, 

cooperative, nurturing, tolerant, etc) and masculine (autocratic, competitive, 

directive, courage, etc) characteristics. Similarly, another research finding 

indicated that female supervisors tend to use compromising, cooperative, 

accommodating, avoiding and pro-social methods to deal with different 

organizational conflict situations (Korabik, Baril, & Watson, 1993). In contrast, 

these researcher's findings revealed that male leaders tend to use more 

aggressive, competitive, confronting, assertive, pro-task and coercive conflict 

resolution strategies more often and faster than female leaders. 

According to Jurma and Powell (1994) research report, there are leaders who 

possess male-like and female-like characteristics. This would make them to 
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adopt socially attributed conflict resolution strategies of both male and female 

leaders. Hence, they were found to be most effective in handling conflict more 

than the other lea ders . . 

2.6. The Relationship between Levels of Managements and 

Leaders' Choice of Conflict Resolution Strategies 

Every organization, whether it is small or large, has a range of mechanisms or 

procedures for resolving conflict. These mecha nisms a re built into the 

organizational structure and conscious ly employed by leadcrs to influcncc thc 

course and development of a conflict. The success or effectiveness of such 

strategies can be determined by the extent to which it limits conflict behavior 

and enables organization members achieve satisfactory solutions (Mullins, 

2007). 

In small organizations there is only one level management. In m edium or la rge 

size orga nizations there are various levels of m a nagement, each with varying 

degrees of authority a nd responsibili ty. The different levels of management 

found in the large organizations a re sometimes classified into three groups: top 

level management, middle level m anagement, a nd lower or first line 

m a nagement (Rashid & Archer, 1983). 

Top management employees a re responsible persons to formulate 

orga niza tiona l policies, set objectives, develop strategic plan a nd design the 

overall organizational structure. Middle management workers are also known 

as executive management employees. Members of middle management are 

responsible for translating policies into actions, controlling and coordinating 

activities with their units. They also assist top m anagement in the formulation 

of policies and plans, and maintaining the role of divis ional unit leaders. Lower 

leve l or line managem ent group's duty is to keep production rolling, dea ling 

with cor.tingencies and operational problems on a d ay-to -day basis, and 

providing leadership on the shop floor (Rashid & Archer, 1983). 
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Organization as a wh ole does n ot perform well unless the leaders at every level 

resolve conflict by proper diagnosis of the underlying causal factors. Edgar 

(1980) asserted that leaders at various organizational levels of small to large 

organizations handle conflict situations that their organizations face in different 

ways. He further argued that leader's conflict management strategies could be 

influenced by different factors like leaders' values, time factor, organizational 

situation, leaders' and subordinates' personality, and organizational structure. 

In his investigation on interpersonal conflict resolution strategies Rahim (1986) 

found out statistically significant difference among leaders at top, middle, and 

lower levels of the organization in u sing accommodation and avoidance conflict 

handling strategies. 

2.7. The Relationship between Leaders' Age, Experience and 

Educational Level, and the choice of Conflict Resolution 

Strategies 

Research indicated that one's choice of organizational conflict management 

strategy is influenced by leader's age, experience, and educational level. 

Mckenna and Richardson (1995) studied the relationship between age a nd 

conflict management strategies, and found out that as age increases, employees 

become more collaborative in handling different conflict situations. 

In his work place conflict management styles study, Setegn (2007), found out 

that workers in different age groups tended to use collaboration and 

compromising more than other conflict management styles. Another study 

found out that there is statistically significant difference among individuals in 

different age groups in applying dominating and avoidance conflict handling 

strategy; younger individuals(36 years or less) tend to make more use of 

domination than older individua ls(45 years and above), and the older workers 

were found to be less avoidant of conflict s ituation ( Havenga,2005) 
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CHAPTER THREE 

METHODOLOGY 

3.1. Research Design 

A cross-sectiona l research design was employed to undertake this s tudy. 

Survey m ethod was u sed to collect informa tion a bout leaders' opmlOns 

regarding their leadersh ip styles a nd conflict h andling s trategies as it is 

perceived by them. With the sam e method informa tion perta ining to leader 's 

leadership s tyle preference was genera ted from the subordina tes to see the 

difference between leader's perception of their leadership s tyle a nd their style as 

it is perceived by their subordina tes. 

3.2. Population of the Study 

The target popula tion of this s tudy IS Finchaa Su gar Factory (FSF) workers , 

specifica lly some selec ted leaders and subordina tes of the organization. According 

to Febrc;arj, 28 , 2010 man power distribution rcport thc fac tory has seven 

thousand five hundred twen ty four workers working in different work un its of the 

organization. Amon g the wh ole FSF employees 5 133 of them a re seasona l workers, 

6 14 of them a re contractua l workers, 18 of them a re casu a l workers, a nd 17 11 of 

them are perma nent employees. Finchaa su gar factory is chosen as the s tudy s ite 

becau se of the reason that the factory conta ins rela tively la rge number of workers 

which helped the presen t researcher to get ma ny lea ders, who would be a source of 

information regarding the issu e l.lnder investigation. 

3.3. Sample and Sampling Technique 

The samples of the s tudy con s is ted of one hundred forty four leaders a nd three 

hundred for ty four subordinates of Finchaa Su gar Factory (FSF) workers. The 

samples were drawn from a ll work units of the organization by usm g 

proportiona l stra tified sampling method , i.e., sample size proportiona l to the 

number of leaders a nd su bord inates in each departmen ts of the organization. 
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After determining the number of respondents from each work unit, the sample 

was selected using simple random technique. Out of 7524 workers of FSF, 

221(184 males and 37 females) of them were leaders and 7303(5683 males and 

1620 females) of them were subordinates. Participants of this study were 144 

leaders (107 males &37 females) and 344 subordinates (172 males &172 

female). The size of the sample was determined based on Cohen, Manion and 

Morrison (2005) table of representative sample size determination for research 

activities for a given popula tion size. 

Some participant's response was not analyzed because they did not compkle 

the instrument appropriately and some did not return the questionnaire at all. 

These participants were nineteen; seventeen of them were subordinates and two 

of them were leaders. Therefore, responses of one hundred forty two leaders 

and three hundred twenty seven subordinates, totally 469 participants were 

analyzed. 

3.4. Instruments 

In order to collect the data sought to undertake the study self report 

questionnaire was used. Two types of questionnaires were employed i.e. 
" 

leadership styles assessing questionnaire, and conflict resolution strategies 

assessing questionnaire. 

3.4.1. Leadership Styles Assessment Questionnaire 

• Leader's background information like their age, sex, educational levels, 

work experiences, and job levels were asked since these variables were 

considered in this study. 

• Multifactor leadership questionnaire (MLQ) which was developed by Bass 

and Avolio (2000) was adopted and used to gather information regarding 

leadership styles; both as it is perceived by the leaders and their 

subordinates. MLQ is available in two forms which are parallel in 

content: the rater form, in which a supervisee rates the leadership skill of 
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the supervisors, and the self-rating form, in which the supervisor rates 

himself or herself on the same items. Subordinates were requested to 

answer the questionnaire by rating how frequently their current 

immediate supervisors have displayed the behaviors described, uSing a 

five point scale (0 = Not at all to 4 = fairly often, if not always). Leaders 

also rated their leadership style against this five point likert scale how 

often they display specific behaviors asked as it is perceived by them. 

• Multifactor Leadership Questionnaire has 45 items which measures 

leadership style (idealized influence, inspirational motivation, intellectual 

stimulation, individualized' consideration, and contingent reward, active 

management by exception, passive management by-exception and non­

leadership) and other three outcome variables (subordinate satisfaction, 

subordinate extra effort and rates of effectivenes s ). For the purpose of 

this study 32 items measuring leadership styles were used. The 

questionnaire has 16 transformational leadership measuring items : four 

for idealized influence , four for intellectual stimulation, four for 

inspirationa l motivation, a nd four for individualized consideration. MLQ 

has 12 items measuring transactional leadership; four of them measuring 

contingent reward leadership, four of them measunng passive 

management-by exception, and four of them measunng active 

management-by- exception. Finally, MLQ also has four items measuring 

the non-leadership style. 

• The Multifactor Leadership Questionnaire (MLQ) has been extensively 

used in field and laboratory research to study transformational, 

transactional, and non-leadership styles. The instrument can 

appropriately be used for selection, transfer, and promotion activities. 

MLQ is appropriate for leaders of a ny group and level (team leaders to 

executive) and for culturally diverse population (Bass &Avolio, 1995) . 
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3.4.2 . Conflict Resolution Strategies Assessment Questionnaire 

• Conflict Resolution Strategies Scale (CRSS) developed by Thomas and 

Kilman (1974) was used to measure the leaders typical behavior when 

resolving conflict in a work place on a five point scale (1 ; never to 5; 

always). The CRSS is a twenty five item inventory with five sub-scales 

consisting of collaborating, avoiding, dominating, accommodating and 

compromising. These items measure how supervisors at different 

hierarchical levels handle conflicts with their subordinates when task or 

employee relationship related conflict happen in the organization through 

the course of organizational activities. Thomas and Kilman's CRSS is 

adopted in such a way that it fits to our country's organizational contexts 

in order to avoid participant's response error to the items due to cultural 

diversity. 

3.5. Pilot Test 

A pilot test was conducted to examine internal consistency of the items in each 

instrument type, which was used to collect data to undertake this study. Before 

that, the instrument was translated from English language to Amharic 

language by two graduate students and the researcher. Backward and forward 

translation of the items was made to avoid the meaning differences between the 

English and Amharic version of the questionnaire. 

The pilot test was carried out on thirty workers (15 leaders and 15 

subordinates) of the Finchaa Sugar Factory. Leaders and subordinates who 

participated in the pilot study were selected using simple random sampling 

from different departments of the factory. The Cronbach alpha reliability 

coefficient of the try out test result indicated that Multifactor Leadership 

Questionnaire (ML<2), which measure leader's leadership styles as It is 

perceived by the leaders themselves and their subordinates had internal 

consistency of (alpha; 0.807) and (alpha; 0 .748) respectively. On the other 

hand, leader's conflict resolution strategies measuring scale had internal 
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consisten cy of (a lpha= 0.632) . Based upon Gay's (1980) criteria for a ccepting a 

given instrument as reliable the relia bility coefficient should be greater than or 

equal to 0 .5, a ll items were used with some modifica tions for the m a in study 

data collection. In order to prevent test conta mination participants who 

pa rticipated in the pilot study were excluded in the m a in study. 

3 .6. Procedure of Data Collection 

The researcher, before duplicating the instruments of data collection discussed 

with the concerned bodies of Finchaa Suga r Factory workers tha t he is 

interested in carrying out study on their factory workers telling them briefly 

what the objectives of the study are. The officers, whom the rescarcher 

contacted, admitted him that he can carry out his study in their organization. 

Besides, based on the request of the researcher these officers wrote letter to 

other concerned bodies to give him the factory employees figure. Having data of 

the number of workers working in each functional units of the factory, the 

researcher determined the size of sample for the fina l data collection and those 

who will pa rticipate in the pilot test. The researcher carried out the try out test 

one week before the fin a l data collection. 

The fina l data collection took the researcher four days. On the first day, the 

researcher facilitated the smooth going of data collection process with huma n 

resource developmen t and system improvem ent service officers of the factory. 

The officers wrote letter to all departments of the factory that the researcher is 

a llowed to carry out a study in their organization a nd informed them to 

cooperate with the necessary informa tion he seeks for. Thereafter with 

cooperation of five persons the researcher started processes of data collection . 

He oriented these persons which type of questionnaire is filled by whom, that 

respondents give information based on their consent, a nd that if they have n o 

time to read and fill the questionnaire at work they are a llowed to fill it at home 

and return to the assistants. The research assistants were provided with lists of 
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employee's departments and respective participant's figure from each 

department. Fortunately, no one refused to fill the questionnaire. 

3.7. Method of Data Analysis 

To analyze data collected for this study purpose Statistical Package for social 

Scientist (SPSS, Version 15.0) was utilized. The following statistical measures 

were used . 

• MANOVA was u sed to examm e the differences between leaders in 

choosing conflict resolution strategies based on sex, age, educa tional 

level a nd experiences. Dependent t-test was used to test the extent to 

which leaders ratings of their leadership styles a nd conflict resolution 

strategies differ from hypothesized va lue. 

• Bivaria te correlational a nalysis was used to see the relationship between 

leadership styles a nd conflict resolution strategies. The relationship 

belween leaders' background variables a nd conflict resolution strategies 

was a lso a nalyzed u s ing the same method. For this purpose the mos t 

often used 

type of correlation m behavioral sCien ce research activities, Pearson 

product-moment correlation coefficient was used . 

• One way ANOVA was employed to test whether there is variation among 

the leader's choice of conflict management strategies across 

organizational hierarchies (lower level, middle level and higher level). 

Since one way ANOVA involves the a nalysis of one independent va ria ble 

with two or more levels, it is an a ppropriate statistical method to test 

with. 

• Post hoc companson, Tukey / Kramer procedure was performed to 

examine the pair wise differences . Tukey /Kramer was computed because 

it assumes unequal sample s izes across sample groups , which is 

applicable for this study. 
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• In this section of the study, the data collected pertaining to the basic 

research questions were analyzed and presented. The results of the 

analysis are presented in summarized forms using statistical methods; 

descriptive statistics (Percentage, frequency, Mean and standard 

deviation), independent sample t-test , one sample t-test, univariate 

analysis of variance (ANOVA), and zero order correlation coefficient 

(Pearson product moment correlation coefficient). 

3.8. Background Characteristics of Respondents 

Here under background information of participants IS presented m two 

summary tables (Table 1 and Table 2) 

Tablel: Leader's Experiences, Sex and Work Levels Cross Tabulation 

·~.-T 
, . 

Organizational Levels 
i;;~ C-;'<::'.lc·~ 

;~ •. ~~tf-
Sex Lower level Middle level Higher level Total 

+:. ~ .• ~ .. ~~ N % N % N % N % 

I -"- ~ . - . 
IJI'zI 0-2 . -- M 10 7.042 7 4.929 6 4.225 23 16.174 

I ' " -:4'~: F - - 4 2 .817 2 10408 6 4.930 B' », 
22 150483 15 10.563 12 80451 49 34.507 "" . .:~ •. : M 

~1:~ 'r F 3 2.113 11 7.746 2 1.408 16 11.269 .';;. 

1:§{i 
M 9 6 .338 9 6.338 7 4.929 25 17.605 

~~.' F 7 4 .929 1 0.704 4 2.817 12 7.746 
co.. """'" 

M 4 2.817 3 2.113 1 0.704 8 4.984 

~ F 3 2.113 - - - - 3 2.113 

~ F N 58 - 50 - 34 - 142 -

!2 
% 40.845 35.212 23.94 100 - - -

M - Male F - Female 

Tablel above shows the respondents background information distribution 

respective to their work unit, their service years in the organization, a nd their 

sex. 
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Data in table 1 indicate that in each level of the organization the percentage of 

female leaders is less than that of the male leaders. This shows female workers 

less participation in leadership position. It might be due to lack of accessibility 

to be a leader, male's underestimation of female's capability to lead, or female 

workers lack of desired knowledge, skill and competence. It is also observed in 

the table that as organizational level increases the number of leaders decreases 

(lower level = 58, middle level = 50. and higher level = 34). This indicates that at 

the bottom of the organiza tion there are more divisions and departments than 

at the middle level. So, there needs to be many leaders at the bottom. On the 

other hand, there are more divisions at middle level of the organization than at 

the higher level of the organization, so more leaders are found in the middle 

level than at the higher level. 

Table 2: Leader's Age and Educational Status Information 

Education Age Categories 
al Status 

PEC -

SEC . 

CH 

DH 

FDA 

Tote! ;: 

!~ "'. 

18-25 26-35 36-45 46 &above Total 

N % N % N % N % N % 

- - 3 2 .11 3 - - 1 0 .704 4 2.817 

- 0.704 2 1.408 6 4.23 3 2.12 12 8.45 

- - 4 2.8 17 7 4.93 5 3.25 16 11.267 

7 4 .29 26 18.3 1 20 14.10 6 4.23 59 41.547 

" 
J 3.52 25 17.61 14 9.86 7 4.93 51 35.914 

.... N_. 13 - 60 - 47 - 22 - 142 -
--~ 

% - 9.154 - 42.252 - 33.10 - 15.494 - 100 

NB: PEC = pnmary educatIOn complete, SEC= secondary education complete, 

CH=certificate holders , DH= diploma holder s, FDH&A = firs t degree and above 

The figure in table 2 above indicate that larger percentage of Finchaa Sugar 

Factory Leaders' age (42.253%) fall in the age category of twenty Six to thirty 

five and that most of the leaders (41 .54%) are diploma holders in certain field of 



study . The figure a lso shows that there is only one leader whose age is fifty six 

or above and the least percentage of leaders educational status (2.817%) is that 

of those who completed primary education. 
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CHAPTER FOUR 

RESULTS 

4.1. Leader's Leadership Styles and Their Conflict Resolution 

Strategies 

In the next two tables (3 and 4) to what extent leaders choose one leadership 

styles or conflict management strategy more than others is presented. 

Table 3: One sample t-test Results of Leader's Leadership Styles 

Response Distribution 

Test value-8 

Leadership styles N Means df Std. Deviation MD t 

, ""b ~.1:' .. 
<.; Tran'!,formational Leadership styles'., . ~ .... ~. h ~; .' . i! ". 

Idealized influence 142 11 .690 141 2.450 3.690 17.948' 

Intellectual stimulation 142 12.056 141 2.416 4.056 20.001' 

Individualized consideration 142 9.823 141 2.499 1.823 8.697' 

Inspirational motivation 142 11.915 141 2.459 3.915 18.970' 

'. '.' .. , 'f Transactional. Le..2.~",~ship styl.es'i\'~· -'~:::::i ii: '-.-
Contingent reward 142 11.647 141 2.426 3.647 17.912' 
Passive management by 142 ' 

8.993 
141 

3.190 
.993 

exception 
3.709' 

Active management by exception 142 10.971 141 2.116 2.971 16.729' 

;;,; J.f!;i 't!,t;~~. ,. .' ~_ '>:;i ._..F' ill ~i§§'13'.:Faire Ll'aders'2ig~Jyl<l .. j ~ • - ",.:' or, . - 'li!~~" 

Non-Leadership 142 6.549 141 5.175 -1.451 -3.340' 

*0.05 significance level MD=Mean Difference df= Degree of freedom 

As indicated in table 3 above all the eight leadership styles mean scores were 

found to be significantly different from hypothesized value. The largest mean 

difference between sample mean and test value is observed with intellectual 

stimulation leadership style (MD=4.056). This shows that Finchaa sugar factory 

leaders feel that they largely follow intellectual stimulation style to lead their 

subordinates towards achievement of organizational common goals. This might 

be because these leaders feel that they have the characteristics of such leaders 

like enabling followers to question old ways of doing things, initiating creativity, 

cha llenging assumptions, etc, which are spices of organizational succes s . The 

leaders' non-leadership style mea n score is found to be significantly lower than 
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the hypothesized value. Leadership IS a bout influencing people toward 

achievement of some common goals, and non-leadership is the opposite; having 

no or little involvement in organizational activities. The perceived minimum use 

of non-leadership style by the respondents may be due to the leaders' feeling of 

the negligent characteristics of this style, which would possibly hamper 

organizational effectiveness. 

Table 4: One Sample t-test Result of Leader's Conflict Resolution 

Strategies Response Distribution 

CRS 
Test Value = 12.5 

N Mean Of Std. Deviation MD t 
Avoidance 142 14.9155 141 3.07701 2.415 9.355* 

Domination 142 14.4225 141 4.14168 1.922 5.531* 
Compromise 142 17.8592 141 2.89189 5.359 22.083* 

Accommodation 142 17.3521 141 2.90804 4.852 19.883* 
Collaboration 142 20.4366 141 3.45070 7.936 27.408* 

*0.05 significance level, CRS = conflict resolution strategies MD=Mean difference 

Figures in table 4 above show that means of a ll the five leaders' conf1ict 

resolution strategies significantly differed from hypothesized value showing that 

leaders are using all strategies above average. The largest mean difference 

between sample mean and test value is obtained with leaders' use of 

collaboration conflict resolution strategy (MD=7.936). This shows that when 

things go wrong among workers of the factory the leaders more frequently 

choose the peaceful ways of tackling problems through sharing illformaLiun and 

clarifying point of conflict to reach at a solution acceptable to the conflicting 

parties. 

It is a lso indicated in table 4 that next to collaboration conf1ict handling 

strategy, accommodation and compromise are the more practiced ways of 

managing conf1ict with mean differences of (MD = 4.852) and (MD= 5 .359) from 

test value respectively. As the results in table 4 show domination strategy is the 
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least used method of treating conflict situation with a mean difference of 1.922 

from the hypothesized value. Leader's least application of domination technique 

to conflict situation might be because of the reason that leaders came to realize 

that dominating others while solving conflict cannot solve the problem in a 

mutually acceptable way. 

4.2. The Difference between Leader's Perception of Their own 

Leadership Styles and Leaders style as it is perceived by Their 

Subordinates 

In order to distinguish whether perception difference exists between leader and 

the subordinates on leader's leadership style an independent t-tests of leaders 

and subordinates responses are computed and presented accordingly. 

Table 5: T-test result for Leaders and Subordinates Perception 

Difference on Leader's Leadership Styles 

Idealized influence 

Intellectual stimulation 

Individualized consideration ~~~~----J."';;~-I-~~~+~~~ 

Inspirational motivation 

management 
exception 

Passive management 
exception 

Non-leadership Leaders 

467 
9.688* 

8.030* 

6.591* 

6.654* 

5 .600* 

4 .410* 

I-:::S-" b:-o-r-:d:-j ll-a-te-s--+-;;-;;:;;--+-=7-.4:-:3:-4:---t-3:::-.-:4""O=7 -I 467 -5.462* 
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The t-test results for mean difference examination between leaders and 

subordinates perception of leader's leadership style depicted in table 5 above 

indicates that there is a statistically significant perception difference in all of 

the eight leadership styles tested. With items measuring transformational and 

transactional leadership behaviors leaders rated high their leadership styles as 

they make more use of it, whereas on both leadership scales subordinates 

responded as their leaders make less use of it than the leaders rated 

themselves. Leader's identification of their leadership styles with 

transformational leadership more than the subordinates rated them may be 

due to leaders' aspiration to demonstrate characteristics of transformational 

leadership styles like individual consideration, initiating creativity, and 

motivating and their being a role model for others. 

It is also indicated in table 5 above that there IS significant perception 

difference between subordinates and leaders regarding the non-leadership 

style, showing the leaders less association of their behavior with this type of 

leadership style. But subordinates expressed that their leaders display the non­

leadership (laissez-faire) characteristics more than the leaders self rating. 

In short the observed leadership style perception difference between leaders 

and subordinates may be due to either the leaders exaggerated or 

underestimated their leadership styles or the subordinates erroneously 

perceived their leader's leadership styles. This may show the weaknesses of 

good work spirit relationship between individuals on a leadership position and 

the subordinates. But this relationship has to be strong enough for 

organizational success to be achieved. 
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4.3. The Relationship between Leader's Leadership Styles and their 

Conflict Resolution Strategies 

To see the direction of relationship between leaders leadership styles and 

conflict handling tactics they adopt bivariate correlation coefficient is computed 

among the variables. The result is presented in table 6 below. 

Table 6: Bivariate Correlation Results of Leadership Styles and 

Conflict Resolution Strategies 

Intercorrelations 
Avoidan 

Domina Compro Accommod Collabor 

Variables ce 
tion mise ation ation 

Idealized Influence -.206· .120 .111 .069 .230' 

Intellectual Stimulation -.127 -.165· .072 .099 .361 • 

Individualized consideration .055 .091 -.019 060 .016 

Inspirational Motivation .049 .147 .080 .005 .087 

Contingent reward .088 .124 .042 -.055 .043 

Active Management by exce ption 065 .120 .118 .043 .110 

Passive Management by exception .0 16 .254' .137 .116 .148 

Non-Leadership -.102 .004 -.037 .085 -.079 

* Correlation is significant at 0.05 level 

The intercorrelation coefficient results of leadership styles and conflict 

resolution strategies observed in table 6 above indicates that there is significant 

relationship between some leader leadership styles and some of their conflict 

handling strategies. Significant relationship IS found between idealized 

influence and avoidance (r = -0.206, a lpha = 0.05), intellectual stimulation and 

domination (r= -0.165, a lpha = 0.05), intellectu a l stimulation and collabora tion 

(r = 0.36 1, aipha = 0.05), idealized influence and collaboration (r = 0.230, alpha 

= 0.05), and passive management by exception and domination (r = 0.254, 

a lpha = 0.05). 
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The obta ined correla tion coefficient indicates th a t leaders who adopt idealized 

influence leadership style are less likely to use avoidance conflict resolution 

strategy. This implies that as the leader's practice of idealized influence 

leadership style increases, the use of avoidance conflict resolution strategy 

decreases and vice versa. The same is true for leaders who adopt intellectual 

stimulation leadership style and their use of domination conflict resolution 

strategy. 

As it is shown in table 6 above, there is a positive correlation between scores of 

leaders who adopt idealized influence and intellectual stimulation leadership 

styles, and their scores of collaboration conflict resolution strategy. This implies 

that increament in leaders' practice of idealized influence and intellectual 

stimulation leadership style is accompanied by increase in use of collaboration 

conflict resolution strategy. 

Results in table 6 also show that passive management by exception leadership 

style adopting leaders scores are positively related to the scores of domination 

conflict resolution strategy. This indicates that increase in practice of passive 

managerneuL by exception leadership sLyle leads Lo increase in the use of 

domination and decrease in practice of this leadership style is accompanied by 

decrease in use of domination conflict resolution strategy. 

4.4. The Effects of Leaders' Age, Sex, Work Experiences, and their 

Educational Levels on the Choice of Conflict Resolution 

Strategies 

One of the objectives of this study was to determine if there are differences 

among leaders in choosing conflict resolution strategies based on their age, sex, 

work experiences, and their educational levels. The main and interaction effect 

of each independent variable (age, sex, work experience , :mei eeiucfltion Fll If>vf>ls) 

on the five conflict resolution strategies (avoidance, domination, compromise, 

accommodation, and collaboration), taken simultaneously as outcome 
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variables, was examined using the MANOVA test. The result is presented in the 

following two consecutive tables; table 7, for the main effects, and table 8, for 

the interaction effects. The tale is splitted for manageability purpose . 

Table 7: Summary of MAN OVA Test for the Effects of each Independent 
Variable on the Five Dependent Variables Taken As a Set 

Effects Test name Value F Hypothesis df 
Pillai's Trace .029 .210 10.000 
Wilks' Lambda .971 .208 10.000 

Sex Hotelling's Trace .029 .205 10.000 
Roy's Largest Root .019 .267 5.000 
Pillai's Trace .284 1.130 20.000 
Wilks' Lambda .743 1.109 20.000 

Educational status Hotelling's Trace .312 1.084 20.000 
Roy's Largest Root .128 1.900 5.000 
Pillai's Trace .230 1.213 15.000 
Wilks' Lambda · .775 1.264 15.000 

Experience Hotelling's Trace .283 1.313 15.000 
Roy's Largest Root .256 2.734 5.000 
Pillai's Trace .230 .901 20.000 
Wilks' Lambda .787 .884 20.000 

Age Hotelling's Trace .249 .867 20.000 
Roy's Largest Root .123 1.826 5.000 

Sig. 
.995 
.995 
.996 
.930 
.317 
.341 
.365 
.105 
.263 
.228 
.196 
.025 
.586 
.608 
.630 

.118 

As shown on ta ble 7 above the overall MANOVA test of significance revea ls that 

n o any of the four independ ent varia bles had s ignificant effect on the five 

conflict resolution strategies, taken simultaneously as outcome variables, for all 

the four types of multivariate test statistics. Thus, no further test was 

employed. 

Similarly, all the four multivariate test results showed that there are no 

s ignificant interaction effects of independent variables on the five outcome 

variables, taken simuitaneously. The result of MANOVA test is found in the 

appendix D. 
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4 .5 . The Relationship between Leaders' Age, Experience and 

Educational Status and Their Conflict Resolution Strategies 

One of the basic questions of the study was to check whether relationship 

exists between leader's background variables (age, experience, and educational 

status) and the five conflict management strategies. Table 12 below shows the 

inter-correlations among these variables. 

Table 8: Bivariate Correlations' among Leader's Backgrounds 

Variables and Conflict Resolution Strategies. 

IntercorreJations 

Leaders Background Conflict resolution strategies 
Variables Avoidan Domina Compro Accommodat Collabora 

ce tion mIse IOn tion 
Educational status .060 .090 .102 .105 .239' 

Experience .003 -.\30 .\1 7 -.114 .044 
Age -.480" .019 .095 .045 .004 

"Correlation is significant at 0.01 level, * Correlation is significant at 0.05 level 

As can be observed from the bivariate correlation results in table 12 above 

significant correlation exists among two of the leader's backgrounds variables; 

age and educational status, and two of the five conflict management strategies, 

avoidance and collaboration respectively. Surprisingly, the obtained result 

showed that there is no significant relationship between leader's experience and 

the conflict resolution strategies. Often individuals with more service years in a 

particular organization are expected to pass throu gh different ups and downs 

and they may come across either positive work relationships or various conflict 

situations with their co-workers. Say for example, if they experience similar 

conflict types at different times, they may make themselves ready in advance 

either to avoid, collaborate, compromise, dominate or accommodate the points 

of disagreements. But the result in this study does not show this. 
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The negative significant rela tionship between leader's age and the use of 

avoidance strategy (r~ -0.480, alpha ~ 0.01) reveals that as leader's age 

increases, the use of avoidance conflict resolution strategy decreases and vice 

versa. This indicates that as people get older and older lhe exlenl lo which lhey 

avoid conflict situation becomes lesser and lesser. To this effect, avoidance 

strategy is relatively more used by younger leaders than the older ones. 

On the other hand, the positive significant relationship between leaders' 

educational status and collaboration conflict resolution strategy (r~ 0.239, 

alpha ~ 0.05) indicates that as the leaders' educational status increases, their 

use of collaboration strategy also increases and as the leaders educational 

status decreases, their application of collaboration strategy to different conflict 

situations decreases with it. 

4.6. Leaders Choice of Conflict Resolution Strategies Variation 

across Organizational Levels at which they Work 

To know whether leaders choice of conflict resolution strategies differ among 

leaders at different organizational levels (lower, Middle, and higher) one way 

ANOVA was computed . Thc result is presented below. 
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Table 9: One way ANOVA summary table for the difference among Leaders 

at different Organizational hierarchies/levels in using Conflict resolution 

strategies 

Variables Sources of variation Sum of Squares df Mean Square F 
Between Groups 33 .69 2 16.845 

Avoidance Within Groups 1324.465 139 9.529 1.768 

Total 1358.155 141 

Between Groups 253.682 2 126.841 
Domination Within Groups 2383.305 139 17.146 7.397* 

Total 2636.987 141 

Between Groups 35.082 2 17.541 
Compromise Within Groups 1173.575 139 8.443 2.077 

Total 1208.675 141 

Between Groups 73.164 2 36.582 
Accommodation Within Groups 1174.935 139 8.453 4.327* 

Total 1248.099 141 

Between Groups 19.427 2 9.713 
Collaboration Within Groups 1677.880 139 12 .071 

.804 
Total 1697.307 141 

*P < 0.05 df= degree of freedom 

As shown in table 13 above, the ANOVA tes t result s hows that statis tically 

s ignificant difference is detected among leader's working at the three 

organizational hiera,chies (lower, middle a nd higher level) in using dom;lldtion 

and accommodation conflict handling strategies. No significant difference is 

found among leaders working at the three organizational hierarchies in using 

avoidance, compromise, and collaboration strategies. The significant difference 

in leader's application of domination and accommodation strategy indicates 

that there is variation among leaders at different organizational hierarchies of 

the organization in applying these conflict resolution strategies to various 

conflict situations . 

In cases where significant difference is found, to know whether the significant F 

ratio is due to differences between some pa irs of means or not for other pairs, 
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cell mean differences were tested using paIr wIse multiple post hoc Tukey 

/Kramers comparison method. 

Table 10: Post hoc Group Wise Comparison on the use of 

Domination and Accommodation Conflict Resolution 

Strategy by Leaders at the Three Organizational Levels 

Variables Organizational Lower Middle Higher Means 

levels 
, .' 

Lower - - - 12.587 

Domination 
Middle 1.063 - - 13.026 

Higher 6.221* 6.505* - 17.944 
, 

Lower - - - 16.489 

Acco=odation 
Middle 13.547* - - 19.510 

Higher 5.146* 1.575 - 18.872 

*P< 0.05 

The Tukey/Kramer companson result indicates that there is no significant 

mean difference between lower a'nd middle organizational level leaders in their 

use of domination strategy. Whereas significant m ean differences are found 

between lower and higher level leaders', and middle and higher level leaders in 

using domination cont1ict resolution strategy. 

As it is denoted in table 14 above domination strategy is more common with 

higher organizational level leaders (X;17.944) than the others. This might be 

because of the fact that higher organizational level leaders hold high job 

position or authority in the organization which would open ways to force parties 

involved in conflict to accept their opinions. Besides, higher organizational level 

leader's nature of work may be another reason; since they are policy m a kers 
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they may impose formulated policies upon their subordinates to implement it. 

During this time if some sort of conflict or complaining happens by 

subordinates, higher level leaders may resolve the problem through dominating 

the views of the complaints . 

Table 14 above also shows that significant mean difference in usmg 

accommodation strategy is found between lower and middle level leaders, and 

lower and higher level leaders, but no significant mean difference is found 

between middle and higher level leaders. 
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CHAPTER FIVE 

Discussion 

The primary purpose of this study was to investigate the relationship between 

perceived leadership styles and the choice of conflict resolution strategies. To 

examine the relationship variables like leader's sex, preferred leadership styles, 

conflict handling modes, age, educational status, and organizational job levels 

were considered in this study. In this section the results obtained are discussed 

in light of previous findings related to the objectives of this study. 

5.1. The Relationships among Leader's Leadership Styles 

and Preferred Conflict Resolution Strategies 

In this study the directions of r~lationships between leader's leadership styles 

and their conflict handling modes were examined using bivariate correlational 

analysis method. The obtained result indicated that there are significant 

relationships between some leadership styles and some of the conflict 

resolution strategies. Of the components of transformational leadership styles, 

s ignificanl negative correlation was found between idealized influence and 

avoidance, intellectual stimulation and dominance, whereas positive 

relationship was found between intellectual stimulus and collaboration, a nd 

between idealized influence and collaboration. Among transactional leadership 

components; passive management by exception was found to be positively 

correlated with domination conflict resolution strategy. No significant 

relationship was found between non-leadership style and any of the five conflict 

resolution strategies considered in this study. This finding shows that the 

leaders' frequent practice of transformational leadership style is positively 

associated with positive conflict handling tactics and oppositely matched with 

solving conflict through forcing and escaping conflict situation. 
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In consistent to the result obtained in this study Panagiotis (2000) found out 

that transformational leadership characteristics are In harmony with 

collaborative conflict management style. Similarly, Bass (1985) argued that 

intellectual stimulating transformational leadership style adopting leaders 

enforce their subordinates to conceptualize and comprehend the problem they 

face to reach at a solution. This enhances an opportunity to evaluate problems 

or disagreements from different angles in order to derive solution acceptable to 

all bodies involved in conflict on some sort of organizational issues or 

discussions. 

Similar to the result obtained in this study, Trace and Hinkin (1998) argued 

that transactional way of influencing employees toward common organizational 

goals involves leaders' application of bureaucratic authority through punishing 

or rewarding them. This implies that the leaders would take some punitive 

m easures up on the subordinates if things go wrong with them which might be 

made by dominating the subordinates' viewpoints. On the other hand, the 

subordinates could also be rewarded for what they performed in accordance 

with the way they are told to do. That means, they get what they want if and 

only if their performance warrants it. Therefore, such leaders' domination of 

their subordinates is inevitable so as to run organizational activities as 

planned. 

5.2. The Relationship among Leaders' Background variables 

and the Choice of Conflict Resolution Strategies 

One of the objectives of this study was to examine the relationship between 

leaders' background variables and the potential conflicl rcsolulion moJc:s lhe 

leaders would apply when they come across different organizational task or 

employees' relationship related conflict situation. The result obtained in this 

study indicated that leaders' age is negatively related to the practice of 

avoidance strategy of conflict management, and leaders' educational status is 

positively correlated to collaboration strategy. Leaders' experience in the 
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respective organization had no any s ignifica nt relationship with each of the five 

conflict holding modes. 

Similar to this study's finding, Devonish and Nurse (2007) found out that 

workers who were exposed to more formal education tended to use collaborative 

conflict holding mode when they are involved in certain conflict situation. This 

implies that as one's knowledge boundary gets wider the possibility to solve 

conflict through open discussion, exchanging information and properly 

examining ideas from different angles would also become practical in one's life. 

Regarding the relationship between age and the use of avoidance conflict 

resolution strategy, supporting the result discovered in this study, Havenga 

(2005) reported that aged workers are less avoidant of the conflict they may face 

during their stay at a certain organization. This refers to the idea that increase 

in age would give rise to less withdrawal from conflict; which indicates that 

older people rarely remain silent or neutral when difficult situations come in to 

existence as organizational activities progress. Although a leader who avoids 

difficult issues is likely to be resented by subordinates, this strategy may be 

effective under certain circumstances. For example, a leader may initially stay 

out of disagreement among the subordinates to avoid conflict escalation. 

Previous studies found out that there was a relationship between leaders ' 

experience and their choice of conflict handling modes but this was not found 

to be significant in this study. According to Setegn (2007) increase in workers' 

experience is positively correlated to the application of accommodative and 

compromise conflict resolution strategies. This shows that one's experience is 

an input on how individuals solve conflict. As employees' service in organization 

increases they would face a lot of challenges that seek different styles of dealing 

with it. Thus, one's way of seeing things undergo through different situations 

which in turn influence how he or she should handle disagreements that arise 

within an organization that may result from unequal distribution of benefit, 
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position il, the organization, promotion or o ther problems reiaLeu to 

organizational tasks. 

The absence of significant relationship between leaders' experience and any of 

the five conflict resolution strategies obtained in this study may be due to the 

less contribution of routine factory activities to ones choice of particular conflict 

resolution strategies. That means in a factory operation similar processes are 

repeated now and then, which may lead to the inference that after some time 

knowledge, skills, and competencies that employees of the organization get out 

of the experience would remain constant. Hence, whether one work in the 

organization more or less than the other it did not show some direction of 

relationship with the conflict resolution strategies considered in this study. 

5.3. The Difference between Leader's Perception of Their own 

Leadership Styles and Leaders style as it is perceived by Their 

Subordinates 

In order to examine the perception difference between leaders and the 

subordinates in perceiving leaders' leadership styles, responses of leaders and 

subordinates were analyzed for the three leadership domains; transformational 

leadership, transactional leadership and the non-leadership. 

The results obtained in this study revealed that there is a significant perception 

difference between leaders and the subordinates in all the leadership styles 

considered in this study. The subordinates high rated their leaders' leadership 

styles on the non- leadership, whereas the leaders down rated their leadership 

style against this leadership measuring scale. On the other hand, leaders high 

rated their leadership styles against measures of transformational and 

transactional leadership styles. But their subordinates down rated their 

leaders' characteristics on both leadership domains. 
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In congruent to the results obta ined in this s tudy Avolio and Ba s s (2004) have 

found out that leaders try to put their styles of leading others in a positive light. 

They wish to identify themselves with some good leadership characteristics 

even though they may not be practicing them in reality. Similarly, Yukl(1989) 

reported that there is a perception difference between leaders and their 

subordinates in perceiving leaders leadership styles. Leaders were found to 

identify their leadership styles with the more liked one than the less liked or the 

unliked leadership styles. The opposite was replied by their subordinates. In 

this study's case the leaders identified their leading characteristics with 

transformational and transactional leadership more than the no-leadership 

one. This may be due to the reason that the two leadership domains are among 

the possible characteristics of leaders which are determinant for the successful 

accompli~ment organizational objectives. Leaders association of their 

leadership styles with transformational and transactional leadership styles 

more than the subordinates rated them may either because of leaders over 

estimation of their s tyles or subordinates under estimation of leaders 

leadership styles. 

5.4. Differences among Leader's working at Different Organizational 

Job Levels in choosing Conflict Resolution Strategies 

In order to examine whether leader's choice of organizational conflict resolution 

vary based upon organizational level at which they work; test of variation was 

made using analysis of variance (one way ANOVA). The obtained result 

indicated that significant variation exist among leaders at the three 

organizational levels (lower, middle and higher) in applying domination and 

accommodation conflict resolution strategies. No significant difference is 

detected among those leaders In USIng avoidance, compromise, and 

collaboration strategies. Domination or imposing one's own opinion on parties 

in conflict is relatively more practiced by higher organizational level leaders 

(X=17.944) than lower and middle level leaders. Accommodation or giving in to 

68 



the wishes of others is more used by middle level leaders (X=19.SlO) than the 

leaders at the other two levels . 

In consistent with the result obtained in this study, Rahim(1986) reported that 

there is significant difference among lower, middle and higher organizational 

level leaders in applying accommodation approach to conflict situation. He also 

found out statistically significant difference among leaders at the three 

organizational hierarchies in using avoidance style to handle conflict situations, 

which is not supported by the result found in this study. 
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CHAPTER SIX 

Summary, Conclusion and Recommendation 

6.1 Summary 

The main objective of this study was to investigate the relationship between 

leaders ' lea dership style and their choice of conflict management strategies. In 

addition, leaders ' demographic variables (sex, age, educational status, a nd job 

levels) were considered to see their relationship with leaders' preferred 

organizational conflict resolution strategies. Another objective treated in this 

study was to investigate if difference in perception exists between leaders and 

subordinates regarding leaders' leadership styles . 

To undertake the study, pertinent information was collected from randomly 

selected Finchaa Sugar factory leaders (142) and subordinates (327). Leaders 

were provided with two types of self-report questionna ires; multi-factor 

leadership questionnaire (leader form), to assess their leadership sLyles ami 

conflict resolution strategies assessing questionnaires. Subordinates were given 

a multi-factor leadership questionnaire (rater form) to rate their leaders' 

leadership styles. Data collected from the participants were analyzed using 

descriptive statistics, t-test, bivariate correla tion analysis, one-way ANOVA and 

Tukey/Kramer post hoc comparison method. 

The results obtained a re summarized accordingly. A t-test result of leaders a nd 

subordinates perception difference respective to leaders' lea dership styles 

showed that there is statistically significant perception difference between them 

regarding a ll the eight leadership styles considered in this study. Perta ining to 

the relationship among leaders' leadership styles and conflict resolution 

strategies, three of the eight leadership styles were found to be significantly 

related to three of the five conflict resolution strategies; idealized influence and 

avoidance (r= -0.206, 0.05), idealized influence and collaboration (r= 0.230 , 

0 .05), intellectual stimulation and domina tion (r=-0.1 65, 0.05), intellectu a l 
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stimulation and collaboration (r=0.36 1, 0 .05) and passive management by 

exception and domination (r=0.254,0.05). The t-test result for leaders' sex 

difference in applying the five conflict resolution strategies indicated male 

leaders use avoidance and domination strategies significantly higher than the 

female leaders. No significant difference was found between the two in using 

compromise, accommodation and collaboration strategies. The bivariate 

correlation analysis among the leaders' background variables and conflict 

resolution strategies showed significant relationship between leaders' age and 

avoidance (r=-0.480, 0.01), and educational statu s and collaboration 

(r=0 .239,0.05). Finally the one-way ANOVA test of conflict resolution variation 

across the three organizational levels (lower, middle and higher) showed 

leaders' application of domination and accommodation conflict resolution 

strategies s ignificantly differ among the leaders working at the three 

organizational levels. 

6.2. Conclusion 

Based on the findings of this study the following conclusions were drawn. 

1. The way leaders' perceive their leadership styles are different from the 

way their subordinates perceive. As it is evident in this study's res1.:lt, the 

leaders rated their leadership styles significantly higher than their 

subordinates on items measuring transformational and transactional 

leadership, and rated their leading style significantly lower than their 

subordinates on items measuring non-leadership styles. 

2. Leaders' practice of transformational leadership styles IS pos itively 

associated with the use of collaborative conflict resolution strategy. This 

is confirmed by the obtairied result; idealized influence and intellectual 

stimulation transformational leadership styles had s ignificant positive 

relationship with collaboration strategy, and individualized consideration 

and inspiratIOnal motivation also had positive correlation with 

collaborative strategy although the relations hip is not significant. 
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6.3. Recommendations 

Based on the findings of the study the following recommendations are made. 

1. The leaders should analyze the conflict situation critically and apply 

appropriate conflict resolution strategy to the specific conflict issue they 

are dealing with. There is no one best conflict handling style. There are 

situations where any would be appropriate. All the five conflict resolution 

strategies (avoidance, domination, accommodation, compromise and 

collaboration) considered in this study are found to be used more than 

hypothesized value, showing that each one of them is practiced by the 

leaders more than average. However, one thing should be noted, leaders 

should not mindlessly apply any of the five conflict resolution strategy. 

Th", l",acters have to bear in mind the following points while dealing with 

different points of conflict. One is that he or she has to separately see the 

people from the problem. That means acknowledging position of others, 

recognizing that individual differences exist, and identifying common 

grounds or interests of parties in conflict. The other point is that leaders 

need to create options for mutual gain or possibilities that satisfy both 

sides'interests. Lastly, for a "fair and equitable" outcome to be obtained, 

the leaders have to set objective criteria to resolve the conflict at the 

outset of conflict resolution process. For example, considering time series 

of conflict, availability of appropriate resources, and practicality of 

proposed solution. 

2. There should be strong positive relationship between leaders' practice of 

transformational leadership characteristics and positive problem solving 

strategy. Transformational leadership is a ll about influencing employees 

toward common organizational goals accomplishment through 

individualized treatment, inspiration of well stated vision, setting high 

expectation , and intellectual stimulation, which all support seeing 

problems from different angles. Even though significant positive 

relationship was found between collaborative strategy and two of the 

72 



transforma tiona l leadership components in this s tudy , the other two 

components were not significantly related to collaboration. This has to be 

improved. In order to strengthen the relationship between leaders' 

practice of transformational leadership styles and positive problem 

solving, different refresher courses such as workshops, seminars or 

conferences should be organized for the leaders. Because solving conflict 

in a win-win approach requires many professional qualities and skills, 

which have to be continuously updated to adapt the dynamic nature 

various organizational conflicts. 

3. Organizational leaders are the first responsible persons to assess 

conflicts that happen among organizational workers and make 

appropriate interventions to minimize its negative consequences. Thus, 

studying how leaders' handle conflict has an immense contribution in 

enabling leaders' to re-evaluate their conflict management styles if it is 

not an appropriate one. So, further study has to be carried out 

considci"ing variables which has not bccn treated In this study (like 

leaders' personality, leaders' task or employee orientation and others) but 

has some relation with leaders' choice of conflict handling modes. 
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General Direction 

Appendix-A 

Addis Ababa University 

School of Graduate Studies 

Institute of Psychology 

The purpose of this questionnaire is to gather data regarding leaders' conflict management styles 

at the work place. Relational or organizational conflict may arise in workers day to day 

involvement in different organizational activities due to various reasons. Information you give 

would be very crucial for the success of the study. Therefore, you are kindly requested to be 

honest toward all the items provided in the questionnaire. Your response to the questions will be 

kept confidential. 

NB: Do not write your name in the questionnaire 

Thank you for your cooperation 

Part I: Leaders' Background Information 

I. Sex of the leader 
2. Educational status 

o Primary education 

o Diploma 
3. Work Experience 

o Male 

o Secondary education 

o First Degree and above 

o 0-2 
4. Age 

02-7 0 8-11 0 12 and above 

o Female 

o Certificate 

0 18-25 o 26-35 0 36-45 0 46-55 0 56 and above 
5. Leadership Position 

o Division head 

o Forman 

o Department head 

o Headman 

o Supervisor 

Part II: Leaders' Conflict Resolution Assessing Questionnaire 

Direction: Think of different situations when you have been in conflict, disagreement , or 

disappointed at someone or group who is/are member of you~" prganizati'/)n concerning different 
,.";" -" . ~ ",: 1 ( 

organizational issues. How do you usually respo' to, such 'sitwltiolls? Reflect on conflict you 
001 . b ' -. ., 
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• Listed below are statements describing leaders' possible responses to deal with a conflict at 

work place. Show your choice by putting "..J" below one of the words/phases: 

I = never 2 = rarely 3= sometimes 4 = often 5= always 

No. When I face incidents of disagreements, or conflict 1 2 3 4 5 
situations at the workplace: 

1 I try to avoid being singled out, keeping conflict with others to 
myself. 

~ I can figure out what needs to be done and I am usually right. 
- - ----_ .. -_ .. . .. _--_.. ... .. --------_._.- .-

3 I usually try to split the difference to resolve an issue. 
4 No matter how match it costs I generally try to satisfy the 

others' needs. 
5 I try to investigate an issue to find a solution acceptable to us. 
6 I usually avoid open discussion of my differences with the 

other. 
7 I use my authority to make a decision in my favor. 
8 I prefer to compromise when solving problems and just move 

on. 
9 I often accept the recommendations of colleagues, peers, and 

coworkers. 
10 I try to integrate my ideas with the other's to come up with a 

joint decision. 
11 I try to stay away from disagreement with the other. 
12 I use my expertise to make a decision that favors me. 
13 To break deadlocks, I would meet hal fway. 
14 I give in to the other's wishes in order to be at peace with them. 
15 I try to work with the other to find solutions that satisfy both 

our expectations. 
16 I try to keep my disagreement to myself in order to avoid hard 

feelings. 
17 I generally pursue my side of the issue. 
18 I try to reach compromises through negotiation with others. 
19 I am very much concerned about the other parties' goals and 

interests. 
20 I exchange accurate inforrnatio,! with the other so we can solve 

a problem together 
21 I try to avoid unpleasant exchanges with the other. 
22 I sometimes use my legitimate power to win a competitive 

situation. 
23 I usc "givc and take" so that a compromise can be made. 
24 I usually get satisfied with satisfying other expectations. 
25 I try to bring all our concerns out in the open so that issues can 

be resolved. 
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General Direction 

Appendix B 

Addis Ababa University 

School of Graduate Studies 

Institute of Psychology 

The purpose of this questionnaire is to collect data on leadership style preference of leaders when 

they deal with different organizational activities. Information you give would be very crucial for 

the success of the study. Therefore, you are kindly requested to be honest toward all the items 

provided in the questionnaire. Your response to the questions will be kept confidential. 

NB: Do not write your name in the questionnaire 

Thank you for your kind cooperation 

Multifactor leadership Questionnaire (MLQ) - Rater Form 

Subordinates' scaled Descriptions oftheir superiors Leadership Styles 

• Direction: Listed below are descriptive statements about your superiors. For each 

statement I would like you to judge how frequently your current immediate superior (or 

another superior in your recent past whom you know better) has displayed the behavior 

described. Show your choice by putting "..J" below one of the words/phases: 

• Use the following rating scale 

0 = not at all I = once in a while 2 = sometimes 

3 = fairly often 4 = frequently, if not always 
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Institute of Psychology 

The purpose of this questionnaire is to collect data on leadership style preference of leaders when 

they deal with different organizational activities. Information you give would be very crucial for 

the success of the study. Therefore, you are kindly requested to be honest toward all the items 

provided in the questionnaire. Your response to the questions will be kept confidential. 

NB: Do not write your name in the questionnaire 

Thank you for your kind cooperation 

Multifactor leadership Questionnaire (MLQ) - Rater Form 

Subordinates' scaled Descriptions of their superiors Leadership Styles 

• Direction: Listed below are descriptive statements about your superiors. For each 

statement I would like you to judge how frequently your current immediate superior (or 

another superior in your recent past whom you know better) has displayed the behavior 

described. Show your choice by putting "..J" below one of the words/phases: 

• Use the following rating scale 

0 = not at all I = once in a while 2 = sometimes 

3 = fairly often 4 = frequently , if not always 



The Person I Am Rating . .. 

I. Provides me with assistance in exchange for my efforts 0 1 2 3 4 
2. Critically re-examines assumptions to question whether they are 

Appropriate 
3. Fails to interfere until problems become serious 
4. Focuses attention on irregularities, mistakes, exceptions, and 

deviations from standards 
5. Avoids getting involved when important issues arise 
6. Talks about his/her most important values and beliefs 
7. Is absent when she/he needs 
8. Seeks differing perspectives when solving problems 
9. Talks optimistically about the future 
10. Discusses in specific terms who is responsible for achieving . 

performance targets 
I I. Waits for things to go wrong before taking action 
12. Talks enthusiastically about what needs to be accomplished 
13. Specifies the importance of having a strong sense of purpose 
14. Spends time teaching and coaching 
15. Makes clear what one can expect to receive when performance goals 

are achieved 
16. Shows that he/she is a firm believer in "If you can ' t do, don't plan it" 
17. Treats me as an individual rather than just as a member of a group 
18. Demonstrates that problems must become chronic before taking 

Action 
I 9. He/she concentrate on telling me what I have to know in order to 

resist mistakes or errors from occurring 
20. Considers the moral and ethical consequences of decisions 
2 I. He/she monitor me closely to see and correct failures that block me 

from meeting standards 
22. Articulates a compelling vision of the future 
23. As long as things go smoothly, he/she do not try to make 

improvements 
24. Avoids making decisions 
25 . Considers me as having different needs, abilities, and aspirations 

from others 
26. Gets me to look at problems from many different angles 
27. Helps me to develop my strengths 
28. Suggests new ways of looking at how to complete assignments 
29. Delays respull(ling 10 urgenlyuesliulls 
30. Emphasizes the importance of having a collective sense of mission 
31. Expresses sati sfaction when I meet expectations 
32. Expresses her/his confidence that goals wi ll be achieved 
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General Direction 

Appendix C 

Addis Ababa University 

School of Graduate Studies 

Institute of Psychology 

The purpose of this questionnaire is to collect data on leadership style preference of leaders when 

they deal with different organizational activities. Information you give would be very crucial for 

the success of the study. Therefore, you are kindly requested to be honest toward all the items 

provided in the questioru:aire. Your response to the questions will be kept confidenti:J1. Sho\\' 

your choice by putting ".y" below one of the words/phases: 

NB: Do not write your name in the questionnaire 

Thank you for your cooperation 

M ultifactor Questiollnaire - Leader Form 

Part I: Leaders' Background Information 

I. Sex of the leader o Male o Female 
2. Educational status 

o Primary education o Secondary education o Certificate 

o Diploma o First Degree and above 

3. Work Experience 

o 0-2 0 2-7 0 8-11 0 12 and above 
4. Age 

0 18-25 o 26-35 0 36-45 0 46-55 0 56 and above 
5. Leadership Position 

o Division head o Department head o Supervisor 

o Forman o Headman 

Part II: Leaders' Scaled description oftheir Leadership styles 

Direction: This questionnaire is to describe your leadership style as you perceive it. Judge how 

frequently each statement fits you. The word "other" may mean your peers, clients, 

supervisecs, and/or all of these individuals. 
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