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Abstract 

 The study was carried out to compare the conflict management styles and 

organizational environment in the old and newly established universities of the 

Punjab. The population of the study was comprised of four public sector universities 

of the Punjab including two old and two newly established universities. The sample of 

the study consisted of a total of 500 faculty members including 40 heads of the 

departments and 460 faculty members from the old and newly established universities 

of the Punjab. Two instruments namely conflict management styles inventory (CMSI) 

and organizational environment scale (OES) were used to conduct the study. The 

responded questionnaires were 38 from heads of the departments and 336 from the 

faculty members. So the response rate was 95 % from the heads of the departments 

and 73 % from the faculty members. According to the study, no significant difference 

was found in the conflict management styles and the organizational environments of 

the both types of universities. The study also inferred that, in the newly and old 

established universities, the integrating, obliging and dominating styles were being 

used. These styles showed impact on the organizational environmental factors like 

guidance & support, participation & coordination and teamwork. The frequently used 

style was avoiding in the newly established universities and its corresponding 

environmental factors were facilitations, participation & coordination and rewards & 

benefits. The compromising style negatively affects the professional development of 

the teachers. The age, gender, qualification, teaching experience and administrative 

experience had no impact on the use of conflict management styles.      
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CHAPTER 1 

Introduction 

Conflict prevails whenever human beings, in an organization, interact and it 

immensely impacts the environment. It is an internal misunderstanding that occurs as 

a result of human interaction. As Burnside, (2008) stated that there exists difference 

of opinion among workers because of interests and ideas. Similarly, Marquis and 

Huston (2000); Rahim, Margner, and Shapiro (2000) described that conflict emerges 

from the incompatibility in opinion, principles and approaches among the  

organizational members. These conflicts need proper resolution for the conducive 

working environment. Although it is difficult to eliminate the conflicts, yet their ill-

effects can be minimised by handling through effective management. Many styles are 

being used for managing the conflicts including ‘accommodating, collaborating, 

compromising, avoiding, and forcing’ (Lussier, 2002; Williams, 2003). Same is the 

case with educational institutions.   

Conflict is a natural phenomenon in all public and private working spheres; so 

it is an unavoidable component of human activity (Brahnam, Margavio, Hignite, 

Barrier, & Chin, 2005).  Moreover, it can be observed by the circumstances where  

the interests of the employees are incompatible (Darling & Fogilasso, 1999). Conflict 

among workers and managers have diverse implication due to mutual relationships 

because it directly affects worker’s performance (Ang, 2005; Frymier & Houser, 

2000; Gillespie, 2004). 

Conflict has an effect on organizational environment which influences the 

workers' mutual relationships (Grean, Lesile, & Marks, 2001). Its presence creates the 

conducive or unconducive environment. The conducive environment helps groom 

workers’ mutual relationships whereas the unconducive environment results in the 
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poor performance of the organization. Thus, environment plays a significant role for 

the success of an organization which provides workers opportunities to perform their 

responsibilities effectively. Hence, the administrators are responsible to adopt suitable 

strategies to provide favourable working (conducive) environment.  

The concept of conflict is as old as the history of human beings. It is natural 

and unavoidable phenomenon of human organization (Cetin & Hacifazlioglu, 2004; 

Miklas & Kleiner, 2003). Contrary to old organizations, in the modern organizations 

groups are the major pillars of work. Naturally, these factions involve their personal 

interests and benefits. Hence, their mutual and contradictory interests and benefits 

become a source of conflict. There are two schools of thought about the nature of 

conflict. The classical school opined that it creates inefficiency which is to be evaded 

(Esquivel, 1997). The conflict with the appearance of “Modern Social and Open 

System Theory” is considered as a constructive sign of efficient organizational 

environment. It is also reported that managers rate conflict management as of the  

same level or give greater importance than planning, communication, motivation or 

decision making (Cetin & Hacifazlioglu, 2004; Kolb & Putnam, 1992; van de Vliert, 

1997). According to Adrian-Taylor (2007), the causes of conflict were lack of 

openness and oblique expectations. In addition, Osinchuk (1995), stated that the 

reasons of conflict were communication problems, contradiction with social norms, 

managerial issues, poor performance, and violation of rules and organizational 

policies. University is the highest level of educational organization. Thus, the 

presence of conflict is understandable. The conflict between faculty and management 

yields positive as well as negative results (Kaushal & Kwantes, 2006). The negative 

results include feeble interpersonal relations, elevated pressure and increase in 

absenteeism (Guneri & Coban, 2004; Morris-Rothschild & Brass, 2006; Sava, 2002; 
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Tantleff-Dunn, Dunn & Gokeem, 2002), while positive results produce innovation, 

creativity, high quality, and mutual understanding (Longaretti & Wilson, 2000 ;  

Mamchur & Myrick, 2003; Rahim, Magner, & Shapiro., 2000). Conflict management 

is essential for all organization irrespective of its negative or positive results (Lussier, 

2004; Park & Antonioni, 2007). The efficient and positive management of conflict 

may reduce its negative consequences (Kaushal & Kwantes, 2006). 

According to Lussier, (2002) “conflict is an inherent element in an 

organization” (P. 276).  In fact, it is an essence of any organization for its 

development and progress because it creates productivity and innovation in the 

organization. The absence of conflict from organizational environment may lead to 

stagnancy and inefficiency. Wall and Callister (1995), stated that conflict, usually, 

emerges when one party perceives that its benefits are being damaged by another 

party. Often parties are not aware of the expectations until they have not been met. In 

short, the emergence of conflict is mandatory in every organization but its 

management is an exhaustive task. 

The surrounding layers of the organization is called environment. It comprises 

all rudiments exterior to the border line of the organization which are likely to have an 

effect on the organization (Daft, 2003). It includes physical environment like 

atmosphere, water, land (natural environment) and social environment like (emotional 

environment) home and family (Newstrom & Davis, 2002).  

To comprehend the organizational environment, it is necessary to judge the 

basic assumption that organizations are neither self-sufficient nor self-contained but 

they are based on resources within and outside the organization. Every organization 

takes raw material from the outer environment, changes it into products and returns it 

back to the external environment. Thus, organizational environment is the amalgam of  
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both exterior and interior factors (attitude, belief, values and actions) which form the 

environment of the organization (Stonner, Ereman, & Jr, 2005).  

To assess the organizational environment comprehensively is not as easy as it 

is conceived. There are different viewpoints about organizational environment 

assessment. At one side, it is an objective reality which gives complete information to 

the manager. While on the other side, it is a subjective reality that exists only in 

manager’s mind because of his perception. However, the true analysis of the 

environment generates two key aspects; environmental uncertainty and environmental 

bounty (Newstrom & Davis, 2002). 

Environmental uncertainty occurs when the manager is unable to assess the 

environmental circumstances accurately. It requires more time and efforts on the part 

of manager to monitor the organizational activities. It depends on available rich 

organizational resources that can find innovation and expansion to help organization 

to grow (Batrol, Tein, Mathew, & Martin, 2003). 

The description of organizational environment is something which is created 

by the people who work within an organization. In other words, the organizational 

environment refers to the forces from inside and outside the organization that can play 

their role in shaping manager’s actions. As Robbins and Coutler (2005), stated that 

organizational environment means the inner and the outer systems that can influence 

the organizational performance. 

In the past, studies had been carried out focusing ‘conflict management styles’ 

employed by the heads of different organizations in their respective environments.  

Kozan (2008), stated that conflict occurred in different shapes in organization, like 

intrapersonal, interpersonal, intragroup and intergroup conflict. Morita (2003), in a 

study, has found that almost similar conflict management styles were being adopted in 
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various organizations. The integrating and compromising styles were ranked as 

preferable strategies when the conflicts in close friends were dealt while the 

dominating and avoiding styles were ranked as fourth or fifth. A study conducted by 

Connelly (1998), revealed that people could, and did, change conflict management 

styles on the basis of situation. Moreover, instructional structures have an effect on 

the styles chosen by the heads. Recently, Lee (2008), observed the relationship of 

conflict management and the satisfaction of the workers from different organizations. 

According to this study, the workers were more satisfied with the supervisors who 

exercised integrating, compromising and obliging styles, thus creating a favourable 

environment for their workers. A study by Slabbert (2003), pointed to that in the 

traditional organizations, the heads used dominating style of conflict management 

with some minor changes because of the spread of democracy and liberalisation of 

media. However, in some of the organizations integrating style is also observed. 

A number of works have been conducted for the use of conflict management 

styles in the educational institutions. Kapusuzoglu (2010), indicated that most of the 

respondents have agreed to help their friends on humanistic basis. The participants 

have confessed that ‘collaborating style/integrating style’ has constructive effects on 

their academic achievements. The stakeholders of the students have been desperate to 

be the component of peer mediation training programme and they are in the favour of 

continuing this programme. Moreover, a good number of students also strongly 

advocated the need of peer mediators (Nazlı, 2003).          

It is obvious that environment is sum of those activities which are performed 

in an educational organization under certain situations. It is overall configuration of 

the organization in which the people work. The present study is an attempt to explore 

the ‘conflict management styles’ and their viability for creating workable or 
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conflicted ‘organizational environment’ in newly established universities in 

comparison with the old established universities. It highlights which style is useful at 

university level in Punjab. Moreover, it helps the manager (administrators) to adopt 

most effective styles in the local situation. Through this study, it is also observed 

empirically that how particular styles of conflict management affects the 

organizational environment in educational institutions. 

Statement of the Problem 

Conflict exists in every educational organization due to individual differences. 

It impacts a lot on the environment of the educational organizations in which human 

beings interact and work mutually. Educational managers use different styles to 

resolve the conflict according to their environment. Thus, it was desperately needed to 

compare different conflict management styles and their impact on organizational 

environment at university level in the context of Punjab. Moreover, a comparison of 

the styles being used in old and newly established universities will help create the 

conducive environment.   

Objectives of the Study 

The following were the desired objectives of the study to: 

1. Compare the ‘conflict management styles’ used by administrators of public 

sector old and newly established universities in Punjab. 

2. Compare the ‘organizational environment’ of public sector old and newly 

established universities in Punjab.  

3. Determine the relationship between ‘conflict management styles’ and 

‘organizational environment’ of old universities in Punjab. 

4. Investigate the relationship between ‘conflict management styles’ and 

‘organizational environment’ of newly established universities in Punjab. 
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5. Compare the ‘conflict management styles’ and ‘organizational environment’ 

in old and newly established universities in Punjab 

Hypotheses of the Study 

The following null hypotheses were designed to achieve the desired objectives: 

Ho 1 There is no significant difference of conflict management styles used by the 

administrators of old and newly established universities in Punjab. 

Ho 2 There is no significant difference of organizational environment of old and 

newly established universities in Punjab  

Ho 3    There is no significant relationship between the organizational environment and 

conflict management styles used by the administrators of old universities in 

Punjab. 

Ho 4 There is no significant relationship between the organizational environment and 

conflict management styles used by the administrators of newly established 

universities in Punjab. 

Ho 5 There is no significant relationship between the organizational environment and 

conflict management styles used by the administrators of old and newly 

established universities in Punjab. 

Significance of the Study 

 Conflict is inevitable and natural phenomenon of organizations and it has 

long-lasting effect on environment. Due to cultural, ethnic and gender differences, in 

the work force of the present day world organization, the management of conflict is 

desperately needed. Thus, it is the need of the day to explore the conflict management 

styles and their relative impacts on organizational environment. Hence, the study may 

be useful to understand the conflict management styles and their impacts on 

organizational environment of the universities in Punjab. It is also beneficial to dig 
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out different aspects of existing conflict management styles as well as to explore the 

real environment at the campuses of public sectors Universities of the Punjab. The 

study will help determine the relationship between conflict management styles and 

organizational environment at university level. The study will contribute a lot in 

managing conflicts between academic to academic, academic to administration level 

and vice versa.  

 It is evident from the literature that such research studies have contributed 

significantly to understand the prevailing situation of interaction among the teachers 

and teachers with administration. This attempt is to explore the new horizons about 

the human relations at universities of Pakistan particularly in Punjab. Moreover, it 

will also prove to be helpful in creating positive environment among the faculty 

members and administration. The study would be helpful in determining that which of 

the styles is good enough to create the positive environment. Therefore, it would be 

beneficial in minimising the conflict between administrative and academic staff. In 

the light of empirical evidence, the stakeholders of the study will be in a better 

position to manage the conflict between administrative and academic staff. This study 

will also explore the new horizons for novice researchers in managing conflicts in 

educational institutions especially with reference to conducive working environment. 

In future perspective, the researchers will be able to determine in line with this study 

that which style is good enough to create positive working environment.  

Conceptual Framework 

 The present study was focused on the comparison of conflict management 

styles and organizational environment among the new and old universities of the 

Punjab. The study was based on variables, viz. the ‘conflict management styles’ 

consisting of five styles namely, ‘integrating style, obliging style, compromising style, 
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avoiding style and dominating style’ and the ‘organizational environment’ comprised 

on ‘internal environment, professional development, team work, guidance and 

support, facilitations, participation and co-ordination and rewards and benefits’. The 

study was based on individual survey responses and seeks to examine the 

administrator’s ‘conflict managing styles’ and the working environment of 

department of the universities. Two instruments were applied viz (CMSI) to measure 

the prevailed ‘conflict management styles’ of the administrators and (OES) to 

measure the working environment of the universities. The basic assumption was that 

the difference exists between the ‘conflict management styles’ used by the 

administrators in old and newly established universities and these styles have certain 

impact upon the working environment of these universities.  The following pictorial 

diagram (figure 1.1) presented the conceptual framework. 
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Figure 1.1 

  Conceptual Frame Work of the study 

 

Organizational Environment 
 

1. Internal environment 
2. Professional development 
3. Team work 
4. Guidance & support 
5. Facilitations 
6. Participation & coordination 
7. Rewards & benefits 

Conflict Management Styles 
 

1. Integrating Style 
2. Obliging Style 
3. Dominating Style 
4. Avoiding Style 
5. Compromising Style 

Public Sector Old Universities      
 

1. The Islamia University    of 
Bahawalpur  

2. The University of the 
Punjab  

Conflict Management Styles 
 

1. Integrating Style 
2. Obliging Style 
3. Dominating Style 
4. Avoiding Style 
5. Compromising Style 

Public Sector New Universities 
 

1. GC University Faisalabad 
2. University of Sargodha 

 

Organizational Environment 
 

1. Internal environment 
2. Professional development 
3. Team work 
4. Guidance & support 
5. Facilitations 
6. Participation & coordination 
7. Rewards & benefits 

Faculty Members 

Administrators 
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Delimitations of the Study 

Due to time, resources and financial constraints the study was delimited to 

1. the public sector universities in Punjab province. 

2. only two old universities i.e. University of the Punjab and The Islamia 

University of Bahawalpur. 

3. two newly established universities i.e. Govt. College University Faisalabad 

and University of Sargodha. 

4. ten departments viz. Arabic, Business Administration, Chemistry, Economics, 

Education, English, Mathematics, Physics, Botany, Statistics from each of the 

sampled universities. 

5. all working faculty members of the delimited departments from each selected 

university.  

Operational Definitions 

 Conflict. Conflict means a process in which one party or individual perceives 

that others have negatively affected (Robbins, 2000). 

Conflict management. A decision-making process among interdependent 

parties who do not share identical preferences (Luthans, 2008). 

Conflict management styles. The use of resolution techniques to achieve the 

desired level of conflict (Robbins, 2000). 

Old universities. The universities at least established 30 years ago. 

 Newly established universities.  The universities established in 2002 and later 

Organizational environment. The forces outside as well as inside the 
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organization that potentially affect its performance (Robbins, 2000). 

 Administrators. Administrators in this study stands for Directors, Chairmen/ 

Chairpersons of the departments. 

 Punjab. The province of the Pakistan. It is the most populated province. It also 

contains the most literacy rate of the country.  

 CMS. Conflict management styles. 

 OES. Organizational Environment Survey. 

Admns. Administrators 

PU. The University of the Punjab 

IUB. The Islamia University of Bahawalpure 

US. University of Sargodha 

GCUf. Government college university Faisalabad 
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CHAPTER 2 

Review of Related Literature 

Nature of Conflict 

 Conflict prevails everywhere in the society because human nature varies from 

individual to individual. It affects the working condition of the organization. 

Numerous researches have been conducted about the causes of conflict in the 

organization but the most of the theorists and experts agreed that it emerges when 

human beings perceive potential threat for their well-being.  However, it is not a 

matter of life or death. It can be avoided or handled positively in its beginning. If it is 

unable to resolve, it creates problem for the manager as well as for the organization 

(Graham, 2009). According to Burnside (2008), Rose, Suppiah, Uli, and Othman 

(2006), Landau, Landau, and Landau, (2001), conflict is prevailing feature of societal 

and professional sphere of the organization. It is natural and necessary but it becomes 

‘the problems’ when it cannot be handled timely (Mayer, 2008). There is no 

comprehensive definition of conflict in literature but the researchers have coined 

many definitions from different social and humanities disciplines.  

 The researchers such as Rahim (2001), Veechio (2000),  Wall and Callister 

(1995), described that conflict emerges when one party considers that its rights are 

being exploited by the other party. Rahim (2001), stated that conflict is the result of 

mutual interpersonal or intrapersonal incompatibility. Donohue and Kolt (1992), 

defines that conflict is the result of mutual misunderstanding or differences with 

reference to individual needs. Moreover, Rose et al., (2006), said that conflict erupted 

when the workers of the organization assumed that others create hindrance in 

achieving their goals.  

 Thus, the management of conflict is valuable both for the employees and for 
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the organizations. The better management of conflict makes possible for employees to 

interact with others in proper way, to do work properly with others in efficient manner 

and to have better work life in organization. Many conflict management styles are 

under operation in the organizational arena but these styles vary from administrators 

to administrators. The proper management of conflict increases efficiency at both 

individual and group levels (Tjosvold, 1998). Similarly, Tidd and Friedman (2002), 

stated that the properly managed conflict reduces its negative impact. Hence, 

Friedman, Currall, and Tsai (2000), stated that the styles of managers to manage 

conflict give rise to the organizational environment, level of conflict and stress. 

Conflict is an interactive process that promotes intrapersonal activities among 

organizational members. So conflict may be avoided  by recognising the interests of 

the groups (Baron, 1990).  

 History reveals that conflict is the part of human life since its existence. It 

can’t be avoided and mostly proves destructive for the organization (Mukhtar & 

Habib, 2010). Same is the case with educational organization. It is agreed upon fact 

that proper management of conflict makes the manager successful leader. Mostly, in 

educational organizations, the faculty members become managers in their respective 

departments. So they have a chance to learn more about the administrative role for 

future (Lumpkin, 2004).  

A number of studies have been conducted on university arena (Comer, Haden, 

Taylor, & Thomas, 2002; Findlen, 2000; Gmelch, 1991a; Hickson & McCroskey, 

1991; Trombly, Comer, & Villamil, 2002) but the studies about the usage of conflict 

management styles by the heads are very rare (Gmelch, 1995; Gmelch & Caroll, 

1991). Therefore, most of the heads implement those styles which they have learned 

in their early career (Algert & Watson, 2002). They diagnose and handle conflicts in 
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different ways (Carmichael & Malague, 1996; Gmelch, 1995; Gmelch & Caroll, 

1991). Besides this, the meagre literature on conflicts handled at the department level 

is available (Findlen, 2000; Gmelch, 1991a, 1995; Gmelch & Caroll, 1991; Hickson 

& McCroskey, 1991; Trombly, et al., 2002).  

It is challenge for the departmental heads to create an environment where 

individuals have compatible opinions and coordination. According to Bowman 

(2002), most of the teachers opined that conflict is not constructive for the 

department. A study in the United States by Gmelch, (1991a) revealed that majority 

of  teachers are dissatisfied with their working conditions due to the conflict 

management styles. Despite the pessimistic view of negative forces about conflict, 

many scholars agreed that proper management of conflict can improve working 

conditions and create positive organizational environment. On the other hand, the 

mismanagement of conflict creates faculty antagonism, intradepartmental tension and 

miscommunication, which deviate teacher’s attention from the achievement of 

organizational goals (Bowman, 2002; Gmelch, 1995; Gmelch & Caroll, 1991; & 

Trombly, et al., 2002). It is the responsibility of department heads to diagnose the 

conflict problems of the department and provide necessary conflict management 

skills. They should learn to manage conflicts at local level because of its usefulness to 

the overall working spheres and for the professional development of academic leaders 

(Gmelch, 1995).  

The management of conflict has got world-wide recognition because of its 

relationship with the working environment. According to Eren, (2003), there are three 

eminent views about conflict that are evolved in organization. Firstly, the traditional 

view which assumes that conflict is destructive and becomes the cause of low 

performance. It is synonymous to violence and irrationality. This view is responsible 
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for the development of labour unions. Secondly, the human relation view approach 

which propagates that conflict is inevitable in organizational arena which may have 

constructive or destructive results. This approach also recognised the presence of 

conflicts because it increases performance. The third view advocates that conflict is 

vital to improve the performance. The integrationist motivates the managers to retain 

suitable level of conflict for creativity and innovation in the organization. So it is 

necessary element of the development and growth of individuals and societies at 

large. It helps to build community, balance people’s needs and prepare them to face 

the difficult choices of life. 

 Conflict Theory 

 Like other international phenomenon, the conflict management has also 

theoretical background. Colina (1998), stated that all attempts in the initial stage of 

life to cope emotional distress generate defence mechanism which leads towards 

conflict management. Similarly, Sudir, and Shrivastava (2002), sustained the Colina’s 

theory that the childhood experiences to meet conflict fruits in the later years of life. 

While McKenna (1995), advocated that conflict is due to the assertive and non-

assertive behaviour. Conflicts in an organization is due to the change factor, multiple 

objectives, values, priorities and scarcity of resources (Burnside, 2008). 

Types of Conflict 

According to Riggio (2003), there are four main types of conflict in 

organizations. The first is intra-individual conflict. It happens when a worker is in 

indecisive situation. The second type is inter-individual conflict. It is associated with 

conflict in organization. It occurs when the workers are in indecisive situation. The 

third type is intra group conflict, which means the workers in the same group work 

against the interest of the rest of the group. The last type of conflict is inter-group 
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conflict, means the conflict in the same organization. 

Paradox of Conflict 

 For the management of conflicts in organizations especially at university level, 

certain magnitudes viz; substantive and effective conflicts, task and relationship 

conflicts, cognitive and effective conflicts and task and emotional conflicts are very 

much supportive (Jehn, 1997b; Prinkley, 1990; Ross & Ross, 1989). Other researchers 

like Amason (1996), Jehn (1997b), Pearson, Ensley, and Amason (2002), have also 

propagated the same idea. They concluded that the establishments with little or no 

conflict are stagnating but the uncontrolled conflict may lead to dysfunctional effects. 

So, the organizational theorists unanimously suggested that meek amount of conflict 

is significantly important for the organizational success. Thus, it seems that the 

relationship between conflict and success of organization are like hand in gloves with 

each other (Rahim & Bonoma, 1979; Brown, 1983). According to Amason (1996), 

Jehn (1997a),  Simmons and Peterson (2000), the two dimensions substantive and 

effective conflict are positively correlated. While, the study by Jehn (1995), reported 

negative correlation between these two dimensions of conflicts. Amason and 

Schweiger (1997), also described that disagreement between two dimensions cannot 

produce better results. Such evidences revealed that the process of enhancing 

substantive conflicts also increase the effective conflicts.  

Factors Leading to Conflict 

Conflict is not an isolated factor. There are certain elements which lead 

towards conflict. Firstly, conflict is generated when the organizational members’ 

interpersonal conflict based on irritation, annoyance and unconstructive feelings. It  

emerges when the employees think that their feelings and emotions are contrary about 

the certain issues (Plunkett & Raymond, 1989). Secondly, when the organizational 
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members are incompatible in their working set-up, the substantive conflict happens 

(Jehn, 1997b). It takes place when more than two groups are ill-assorted on the 

acknowledgment and resolution of the working problems. Jehn (1995), advocated that 

modest amount of substantive conflict is valuable because it motivates dialogue and 

discussion to help in attaining high performance (Amason, 1996; Burgeois, 1985; 

Eisenhardt & Schoonhoven, 1990; Fiol, 1994; Jehn, et al., 1999; Putnam, 1994). 

Thirdly, the issue of interest among two parties, when every party prefers the 

contradicted solution of problems on the base of their own interest or ideas. At fourth 

stage, when values and ideologies of different groups are contradicted with others on 

definite issues, the conflict is created (Druckman, Broome, & Korper, 1988). The fifth 

stage reflects realistic conflict which means contradiction on the goals of organization 

(Ross & Ross, 1989). Sixth stage is institutionalised conflict in which the 

organizational members follow certain rules, show the expected behaviour and 

permanent working relation with the managers. While in non-institutionalised conflict 

such conditions are not prevalent (Rahim, 2001). Lastly, conflict is created when the 

opponent parties prolong the conflict to gain maximum benefits as compared to the 

opposing party, it is called retributive conflict (Saaty, 1990). Moreover, Lussier 

(2004), described three causes of conflict in organization which are as under: 

1. We fail to make our expectations known to other people. 

2. We fail to perceive the expectations of other people. 

3. We assume that other people have the same expectations that we have. 

Conflict Management or Resolution 

 The management of conflict is a core issue of present day globalised 

organizations. Writers and management experts have sometimes unanimously used 

the term resolution and management. According to Robbins (1978), the difference 
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exists between resolution and management of conflict, but this difference is not 

merely semantic. Actually, the conflict resolution is lessening, abolition or 

annihilation of conflict. A lot of studies have been conducted for the conflict 

resolution strategy. It is also remarked that conflict in organization is functional as 

well as dysfunctional in its results (Jehn, 1995; Mitroff, 1998; Pelled, Eisenhardt, & 

Xin, 1999). Likewise, Eisenhardt, Kahwajy, and Bourgeois (1998), opined that 

conflict among the administration is unavoidable and significant. Conflict resolution 

programs are established to reduce violence in schools because it is essential element 

of developmental process (David & Roger, 1996). Similarly, Cora (2004), and 

Sweeny & Caruthers (1996), define that resolution of conflict is a procedure utilized 

by the groups or individuals to find out the solution. Thus, in present day 

organizations conflict management is preferred on conflict resolution. The conflict 

management needs international level strategies to reduce its dysfunctions. It also 

needs to increase the productive roles of conflict in order to perk up the efficiency of 

learning in an organization. 

Organizational Learning 

 Organizational learning is a significant phenomenon because a lot of present 

day organization practitioners have confessed that organization must quickly learn to 

manage conflicts (Argysis & Schon, 1996). Similarly, Luthans, Rubach, and Marsnik 

(1995), stated that the essential characteristics of organizational learning are to learn 

the management of tension and conflict in organization. The learning in an 

organization has acquiring the knowledge, distributing the knowledge, interpreting the 

information and organizational memorisation. It prepares its members to diagnose and 

intervene into the issues.  

The prevailing conflict resolution strategies stress on negotiation, arbitration, 
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and mediation. Such strategies are coined to settle the misunderstanding at local level 

without involving any change in the performance of organization (Argyris, 1994). 

Moreover, many other experts strongly advocated managing conflict positively 

through organizational learning. Actually, conflict management should be 

implemented at local level to encourage organizational learning (Pascale, 1990; 

Senge, Kleiner, Roberts, Ross, & Smith,1994). 

Organizational learning and effectiveness 

 The strategies of conflict management are coined to enhance organizational 

learning because it will lead towards constant organizational effectiveness. To attain 

this goal, the conflict management strategies are adopted which enhance critical 

thinking. These strategies are mandatory to get the expertise to penetrate in to  right 

problems (Luthans, Rubach, & Marsnik, 1995; Tompkins, 1995). Conflict 

management strategies were intended to accomplish the requirements and 

expectations of stakeholders. Mitroff (1998), stated that to resolve the issues 

absolutely, right stakeholders should be picked up. Occasionally, various parties are 

involved in organizational conflict, so it becomes difficult for the manager to engage 

groups in problem solving process. Moreover, it heeds towards effective 

organizational learning. He further discussed the properly defined problems which 

lead to ethical actions that are beneficial both for the employees and employers. The 

manager needs to receive new information to make ethical decision. Along with this, 

it is also the ethical duty of subordinates and other stakeholders to speak out against 

the wrong decisions. It is necessary for the organization to institutionalise 

stakeholders’ positions (Rahim, Garrett, & Buntzman, 1992). Organizational learning 

helps the manager to assess the conflict in multi-directions. 
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Analysing organizational conflict 

The role of administrator in organization can be categorised in three areas 

named: planning, resource allocation, and conflict management. It is doubtless fact, 

that managing the conflict is penetrated in every aspect of administrative role. Thus, it 

is important to know various plans of managing conflict which are used at various 

level of the growth of a conflict. In this way, the administrator organizes efforts to 

influence the conflict like situation. 

 Stimulating conflict 

It is difficult to accept the idea of stimulating conflict because generally, it has 

negative aspects. But there are also evidences that conflict improves performance in 

some circumstances (Allison, 1971). Stimulating conflict is a practical approach 

through which the manager takes initiative to minimize the effects of destructive 

conflict and to avoid costly patch-up operations. Therefore, Verma (1998), advocated 

some strategies which are developed to monitor conflicts in planning, decision 

making and risk analysis procedure of the organization. These strategies are to accept 

conflict as desirable on certain occasions, to bring new individuals in to existing 

situation, to restructure the organization and to introduce new programmes to increase 

competition. 

Preparing for conflict 

The practical manager always keeps in mind that conflict is the integral part of 

the working arena. Thus the manager mentally prepare for its occurrence and its 

handling (Verma, 1998). 

Expecting conflict 

 The sources of conflict vary with the nature of the project, groups and the 

goals. Due to hazy and loosely defined objectives, the conflict is among the upper 
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management because the manager analyses different reasons of conflicts before taking 

any action (Verma, 1998). 

Facing the conflict 

In spite of employee’s liking and disliking, conflict always prevails in an 

organizational sphere. The conflict cannot be finished by avoiding and ignoring it. In 

fact, ignored conflict creates the worst situation, which significantly reduces 

performance. It is better for the future of the organization, that manager should 

constructively face the conflict (Verma, 1998).  

Shafritz and Ott (2001) opined the views of educational/management experts 

like Elton Mayo, Chester Barnard, and Douglas McGregor about the elimination of 

worker’s mutual differences enhance the productivity of an organization. Mayo 

reported the significance of the working behaviour of employees and norms of the 

organization. Similarly, Maslow, McGregor, and Herzberg emphasised that the 

workers social and emotional needs should be addressed (Shafritz & Ott, 2001; Stum, 

2001). Whereas, Fry and Thomas (1996), advocated the identity and meaning of 

individual in the organization. But the realistic manager keeps in mind that in the 

modern organization, the workplace has become the amalgam of different 

generations, thus expectations of skilled and motivated employees are different than 

the previous one (Weston, 2001). 

Conflict Functional or Dysfunctional 

 Mostly conflict compels the workers to produce more acceptable and win-win 

solutions which may lead to creativity. On the other hand, mismanagement of conflict 

results in enmity, irritation and poor performance. So, it is the job of managers to 

encourage positive conflicts and manage negative conflicts (Pareek, 1982). In 

functional conflict people differ in ideas or perceptions that is a healthy activity. The 
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optimistic approach makes collective efforts to explore new thoughts, awarenesses 

and insights. Functional conflict leads to innovation and creativity, and make 

possibility for high performance and organizational improvement. Typically, 

functional conflict originates from cognition (Robbins, Judge, & Sanghi, 2008; Ross, 

1989).  

 Contrary to functional conflict, dysfunctional conflict is harmful accord 

between two or more parties. Classical view of conflict states that conflict is 

dysfunctional in nature. The progenitors of this view assume that conflict is inherently 

worse and affects the organizational outcome negatively. It creates anger, annoyance, 

resentment, and rivalry amongst parties. Often the conflicting parties involve in win-

lose or lose-lose game (Nelson & Quick, 2000; & Robbins, et al., 2008).  

Conflict Management 

Conflict management is an art. Many theories and concepts are framed to 

resolve conflicts. The experts and practitioners have suggested different ways of 

managing conflict. The most prominent are contending, conceding, avoiding and 

collaborating. Contending means try to inflict one’s will, conceding signifies 

accepting others’ will, avoiding denotes to remain passive and refrain from the 

situation and collaborating suggests to make a compromise (Carsten, Dreu, and 

Beersma, 2005). 

 The experts like Arikewuyo and Onanuga (2005), Peretomode (2001), and 

Robbins (1987), reported that in order to manage conflict properly, the manager 

should know in detail the myth of conflict because the success of the organization 

needs the ability to work successfully with different minds. The strategy which an 

individual adopts during conflict management process depends on his or her personal 

interests about the matter. The interest of self and other-concerns are envisaged by the 
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personality of the manager and environmental state (de Deru, Hanrick, & van Vianen, 

1999; Pruitt & Rubin, 1986; van de Vliert, 1997). Hence, it can be concluded that 

conflict management strategies are based on personality of the manager and working 

environment. 

Conflict Management Systems 

 The widely accepted and commonly identified conflict management follows 

Hall’s survey (Volkema & Bergman, 2001). Similarly, Fry and Thomas, (1996) 

generated five stage models of conflict started from infancy to maturity. They devised 

domination, compromise, and integration styles to handle the conflict. Moreover, the 

competence model stated that manager should use various styles to handle conflict 

which produce effective results. While the complaint arbitration serves as useful 

source of handling workplace conflicts. In fact labour arbitration has been going to be 

used in different countries since the last century but it got a lot of criticism for many 

years. The critics regard it fast, inexpensive and informal as compared to court 

proceedings (Goldberg, 1982; & Schmedemann, 1987).  

 Whereas, according to Goldberg, (2005) the labour management professionals 

think that decision in arbitration is irrelevant to the basic problems because it is 

wastage of time both for the management and labour. However, research studies have 

proved that mediation should be used as an alternative to arbitration because of the 

limitations imposed by arbitration process because the mediation is less time 

consuming than arbitration (Goldberg, 1982; 2005).  

 The most valuable use of mediation process is that the groups can increase the 

ability to resolve conflicts without intermediaries help. In this process, parties learn to 

use modified tools to resolve the conflict. Such developed tools helps them to manage 

other disputes in the same fashion (Goldberg, 1983, 2005; & Schmedemann, 1987). 
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As a result, it is feasible for  parties to carry on and support a good working relations 

(Schmedemann, 1987). A study was also conducted in mediation research and 

education project with the result that mediations settle the dispute (Mediation 

Research and Education Project, 2008). Contrary to all, Feuille (1999) remarked that 

grievance mediation is only work after the commitment of conflicting parties. 

  The current studies revealed that more than half of non-union organizations 

have formal conflict management system (Lewin, 2004). In contrast to limited forms 

in union settings, the mechanism of non-union is altogether different in both structure 

and function. Non-union settings are broadly categorized on the functioning of 

determination and facilitation procedures. Arbitration involves determination process 

while mediation is concerned with facilitation process (Colvin, 2003). 

Conflict Management Styles 

 In the present day world, various behavioural styles for conflict management 

are being used including integrating, obliging, dominating, avoiding and 

compromising (Nelson & Quick, 2000; Robbins, 2001). The comprehensive 

explanation of these styles is following. 

Integrating style  

It is connected with problem solving method. This style is used for honesty, 

communication, searching for options and examination of differences to reach 

solution that is constructive for both parties. It effectively deals with the complex 

problems (Kinicki & Kreitner, 2008). This style is effectively used when one party 

alone cannot solve the problem and there is need of fusion of ideas to solve it. This 

style is beneficial in managing the workers performance and social rivalries in an 

organization (Pruitt & Carnevale, 1993).  Similarly, Su’udy (2009), reported that 

among the Indonesian and American youth, the most conflict management styles were 
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compromising and integrating. Moreover, Copley (2008), described that hospital 

supervisors prefer to use integrating style in resolving subordinates conflicts. In short, 

it is suitable in dealing with the organizational vision, mission, goals and long-range 

planning. 

Obliging style 

It is linked with endeavour to reduce the enmities and using the common 

ideas. The style is practical when one group is ignorant with the issues causing 

conflict and the problem is extremely significant to the other group. This style is used 

when one party is eager to give up a little with the hope of maximum gain from the 

other party. The style is also suitable when a group deals from weak position with the 

hope that protecting relationship is significant (Kinicki & Kreitner, 2008;  Rahim, 

2002). According to Ozkalp, Sungur, and Ozdemir (2009), obliging style creates 

harmony and social attraction but reduces creativity and novelty. Moreover, Britta, 

Brassard, and Rothschild (2006), stated that obliging style creates harmony by 

fulfilling the students’ needs. This style is ineffective only when one party thinks 

about itself to be right and ethical while the other is wrong and unethical (Kinicki & 

Kreitner, 2008;  Rahim, 2002). 

Dominating style  

It is associated with assertive behaviour. In dominating style, one party tries its 

level best to achieve objectives ignoring the will or interest of the other party. This 

style is suitable when one party thinks that unfavourable decision may be harmful to 

its survival (Rahim, 2002). The manager can use this style when hasty decisions are 

needed while subordinates have no expertise in making technical decision or to deal 

with unpopular course of action. This style is used to take abrupt decisions of equally 

powerful parties (Kinicki & Kreitner, 2008).      
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Avoiding style 

It is related with removal and keeps away from situations. This style is used to 

deal with unimportant issues. It is also unsuitable to make prompt and abrupt 

decisions especially when groups are not ready to wait (Rahim, 2002). The avoiding 

entity neither succeeds to satisfy one-self nor others.  According to Cingo¨ z-Ulu_and 

Lalonde (2007), Turkish people mostly used refraining style of conflict management. 

This style is also preferred by Chinese people (Chung, 2009). 

Compromising style 

It is engaged in give-and-take situation from both the parties which are ready 

to make mutual decisions. The style at hand is beneficial when both the parties want 

to reach conclusion through negotiation. In fact, it is a temporary solution of the 

complex problems. The critical aspect in this regards is that mostly managers use this 

style to solve the complex matters and devise the efficient alternatives of these 

matters (Burnside, 2008; Kinicki & Kreitner, 2008; Rahim, 2002). Figure 2.1 

graphically represents the conflict management styles. 
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Figure 2.1: Conflict management styles 

 The above-mentioned styles of conflict management are almost prevailing in 

organizations throughout the world. According to Boonsathorn (2007), managers 

prefer different conflict management styles with respect to their areas. In Thailand, 

the people give importance to avoiding and obliging style of conflict management as 

compared to American who prefer dominating.  

 However, Cai, and Fink (2002), stated that individualists give preference to 

avoiding as compared to collectivists who select dominating style.  Ekhouly and Buda 
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(1996), through their studies deduced that the managers of Middle East prefer 

integrating and avoiding while the managers of United States used obliging, 

dominating and compromising styles.  

Gender and Conflict Management 

 According to Korabik, Baril, and Watson (1993), the managerial experience of  

both male and female managers make certain differences in their conflict management 

styles. The managers especially women without prior experience prefer more 

integrating, obliging and compromising styles comparable to men that adapt 

dominating behaviour. Brahnam et al. (2005), reported that women like collaboration 

and men like avoiding style of management. Contrary to above all, Chusmir and Mills 

(1989), reported that gender has no role in using the conflict management styles when 

the hierarchical status is controlled. It is a genuine fact that women position as 

manager is satisfactory. Contrary to women, in men dominated organizations, women 

facing barriers in working sphere (O ¨ru¨cu¨, Kılıc¸, & Ve Kılıc¸, 2007).  

 The other interesting aspect is that in Turkey female workers like to work with 

male leaders instead of female. It is a common perception that women have no 

competency to work as manager in organizations (Anafarta, Sarvan, & ve Yapıcı, 

2008). These implications for female have produced complexity in the field of 

conflict management (Ozkalp et al., 2009). The studies conducted in previous twenty 

years have focused on the consequences of conflict in organizations towards the 

productivity and effectiveness. Multidimensional researches revealed that conflict at 

work under specific circumstances is beneficial for increased performance (de Deru, 

et al., 1999; Thomas, 1992; Tjosvold, 1998). In short, it is concluded that conflict by 

itself is neither good nor bad but way to handle it determines its efficiency (Deutch & 

Coleman, 2000). 
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Conflict and Personality Traits 

 Personality traits are the most significant components of ‘Conflict 

Management Styles’. A lot of models are available in measuring the personality traits, 

but the most widely used model is Five Factor Model. According to Moss & Ngu, 

(2006), the big five personality traits have a lot of impact on job behaviours and 

outcomes. Such traits are extroversion, amicability, openness to experience, emotional 

stability, and conscientiousness (Robbins, et al., 2008). Extroversion indicates social 

behaviour, outgoing, and self-confidence of a person. Agreeableness describes 

cooperation, trust and good nature of a person. Conscientiousness characterises a 

person who is responsible, dependable, persistent, and organised. Emotional stability 

defines quietness, confidence, safety, dejectedness and anxiousness in a person. 

Openness indicates the person’s mind, compassion, and inquisitiveness (Robbins, et 

al., 2008). 

 Moberg (2001), reported that the above-mentioned models of personality has a 

lot of impact on the selection of conflict management style. Likewise, different 

researchers viz; Antonioni (1998); Park and Antonioni (2007),  reported that 

extroversion, agreeableness, openness, and conscientiousness are positively related 

with collaborating style of conflict management. 

Role of Socio-economic and Legal Factors in Managing Conflict 

 Social contract is explicit and implicit accord among political members about 

rights and responsibilities in the administration (Penner, Sawhill, & Taylor, 2000). In 

the place of work, various social, economic, and legal developments have taken new 

social contracts in the conflict management systems. In the beginning of previous 

century, the traditional social contract theory was characterised by industrialisation, 

scientific, hierarchical and autocratic management. In this theory, conflict was 
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measured as dysfunctional and not beneficial in the working spheres. This theory was 

legalised through unionism in the workplace and give chance to the employees with 

rights and responsibilities. Due to legal and economic advancement in twentieth 

century new social contracts were emerged and economy was shifted from industrial 

to technological. Thus, a global competition was started in industrial and 

technological sector (Lipsky, Seeber & Fincher, 2003). These challenges compelled 

the world of business to feel the significance of HRM functions. It has also reported 

that due to technological advancement and global competition, it is desperately 

needed to reduce management hierarchy and to encourage teamwork activities.  

Contrary to the conventional legal system to compel the administrator for 

applying those claims which are not commendable (Colvin, Klaas, & Mahony, 2006). 

In legal merit cases, the manager runs the risk of a considerable financial decision and 

it results in harmful publicity (Colvin, 2001; Wheeler, Klaas, & Mahony, 2004). The 

administrators  can reduce vagueness and peril of large jury awards with a simple, 

faster and cheaper substitute by adapting obligatory employment adjudication 

agreement (Colvin, 2001; Estreicher, 2001). 

Conflict and its Resolution in the University Context 

It is doubtless fact that universities are the biggest and most structured 

organizations in the educational set up. Universities have well defined-hierarchy of 

authorities. Every university has its own administrative set up and employees have to 

work in that environment. Volpe and Chandler (1999), described that the conflict in 

universities have different nature and based on volume and site of the campuses, the 

vision and mission of the universities, the enrolment of the students and the political 

setup in the campuses. Due to the above mentioned factors, the prevailing conflict in 

one campus may be inconsiderable in other campus. It can be speculated that the 
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nature of conflict in one campus is entirely different from other campus. Moreover, 

Volpe and Chandler (1999), recorded the occurrence of different types of conflicts in 

the campus i.e., faculty-administrator relationships, faculty-student relationships, 

sexual harassment and maintenance of discipline in campuses. When conflicts prevail 

in different campuses, the similarity is found with the above-mentioned categories. 

Bowman (2002), discussed that faculty members demanded the role of department 

heads not only in the academic affairs but also fulfils other various responsibilities to 

reduce the conflict in university setting. 

 Numerous studies have been conducted in colleges and universities to reveal 

that teachers and administrators have incompatible thoughts about the environment of 

the institutions. According to Neuman (1987), the administrators and subordinates are 

disagreed on the role of leadership. Likewise,  Blackburn, Lawrence, Janet, and 

Associates (1990), stated that administrators and the faculty have incompatible 

opinion about working environment. Hence, in the light of above-mentioned 

evidences, it is summarized that most conflicts in educational organizations are due to 

teachers and administrators disharmony and their incompatible views. 

Organizational Environment 

 The environment is composed of institutions or forces outside the organization 

that potentially affects the organization’s performance. According to Robbins, Judge, 

and Sanghi (2009), such forces are contractors, competitors, government regulatory 

bodies, public pressure groups and so on. Variations in environment also exist in 

organizations as well as in institutions. The prevailing environment may be static for 

some organizations/institutions or dynamic in other cases. The static environment is 

because of the lack of competition, technological advancement and little activity by 

the public pressure groups while dynamic environment is due to changing products, 
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altering rules and regulations, new competitors and availability of new materials. The 

educational institutions especially universities exhibit dynamic environment because 

of variations in their infrastructure present in multiple disciplined departments. Such 

uncertain environment affects the organizational structure. The environmental 

uncertainty can be reduced due to adjustment in organizational culture (Arndt & 

Biglow, 2000).       

 The social body which is organised for accomplishing the established goals is 

called organization e.g., educational and business organization etc. There are various 

types and size of the organization like small institution with few employees and big 

institution with thousands of employees. For the accomplishment of organizational 

goals, the environment plays a key role because a stable organizational environment 

imparts valuable work experience to its employees (Kira & Eijnatten 2008). 

Organization is not a separate and autonomous entity from the social 

environment. Wolf (1964), stated that organization cannot be isolated from the broad 

spectrum of the society. While Selznick (1948) described that organization is an 

adaptive structure and takes the influence from the external environment. However, 

Barnard (1964), described the survival of an organization based upon the proper 

environment equilibrium. For instance, the business organization advertises and sells 

its product to customers which are the part of the environment while educational 

institutions generate and disseminate their products in the form of skilled workers to 

the environment. As the organization sends its product to customers, and the 

customers return back revenues to the organization. Such relationships are complex 

and critical because these belong to different segments of the environment including 

economic, cultural, political, competitive and technological sectors. Due to the 

interaction of such sectors, organization as well as institution functions well in the 
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complex atmospheric conditions.  

The main purpose of economic organization is profit making. The executives 

of economic organization describe the exact part of the economic environment. They 

monitor and examine social demands and start organizational policies to make the 

profit for organization. Likewise, in educational organization, the main purpose of the 

educational institution is to prepare trained and skilled workers as per social demands 

thus carrying out the same job. 

 The environment of the educational institution is also affected by the cultural 

sector because it determines the basic attitudes of trainees as well as professional 

experts towards work and services. According to Edmund and Audrey (1966), our 

society was characterised by a strong work ethics but with the passing of time these 

ethics are going to be changed. Such changes demand new methods of institutional 

motivation. The social, political and technological sector affects the organizational as 

well as institutional areas as these form main pillars of the set up. In Australia, the 

studies have been conducted about the burnout experiences and development of 

professionals in different cultural and educational backgrounds (Loosemore & 

Waters, 2004; Sang, Ison, & Dainty, 2009; Wilkinson, 2008; Yip, et al 2005; Yip & 

Rowlinson, 2006). Later on, the area of these studies has been extended to other 

countries like Netherlands (Maslach & Leiter, 1997). 

Types of Environment 

Environment with respect to organizational set up is broadly categorized into 

under-mentioned types: 

Task environment  

The sectors which interact and have direct impacts on the ability of the 

organization to achieve its goals are included in the task environment. In educational 
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institutes, teachers, students, administration and stakeholders impact the 

organizational goals. (Daft & Marcic, 2004). 

External environment  

The exterior layer of the environment is called general environment. These 

dimensions influence the institution’s performance with the passage of time but 

mostly not involved in daily changes. The dimensions are international, technological, 

sociocultural, economic and legal (Daft, 2003; Daft & Marcic, 2004). 

Natural environment  

The research about educational organization and environment has explored 

two dimensions i.e. organizations and the natural environment. The experts have 

reported that natural environment is significant feature of organizational outcomes as 

well as the organization itself. Thus these both approaches go side by side (Cohen, 

2006). However, difference exists in the organizational side. The natural environment 

is one of the variables that explain organizational outcomes. Thus the natural 

environment is an end in itself because the natural environment and business are 

closely interrelated with each other (Jermier, Forbes, Benn, & Orsato, 2006). 

Internal environment   

The working environment of the educational organization within the specific 

arena is called internal environment. Generally, organization is resource conversion 

machine which takes input and transform it in to useful products.  

Our educational set up is mainly relying upon the internal environmental 

factor e.g., Faculty and administrative staff, staff associations (Party unions), 

management and stakeholders. The present investigation is mainly focusing on the 

internal environment. The internal environment is based on different aspects and 

organizational culture is one of those. In fact, culture is the name of ideology of the 
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organization and no organization is without ideology (Triece & Beyer, 1993). Thus 

the culture is an integral part of an organization and organizational environment.    

Responsibilities of Institutional Administrators 

 The success or failure of organizations depends on the qualities of 

administrators. Therefore, the successful manager should have to demonstrate the 

certain qualities which make the environment conducive for working condition which 

are mentioned below.  

Motivation  

It is the job of administrator to create motivation among the workers. In fact 

motivation is the main source of worker’s satisfaction and it is the key element in 

achieving organizational goals. The satisfied workers express their opinions, 

requirements and expectations with pleasure and reconcile organizational goals with 

individual needs (Mesko, Mesko, Stok, Podberger, & Karpljuk, 2008).  

Team work  

Team work is a process in which the group of the people works together for 

the achievement of unanimous targets. Obviously, in modern organizations teamwork 

is the symbol of success. The differences of culture and mental approaches in modern 

organizations badly affect the team work. However, the proper management of these 

differences creates the teamwork which enhances the performance of organization 

(Ream, 2008). 

Guidance and support  

Modern organizations are the symbol of hierarchical structure. In these 

organizations authorities are delegated to the grass root level. In hierarchical structure, 

the personnel know how to deal with the immediate head during the departmental 

issues. Therefore, the managers should guide and support the subordinates in the 
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dynamic organizational environment.  

Participation and coordination  

It is agreed upon the fact that coordination is the essence of an organization. 

The modern educational organizations are divided in different departments like 

teaching faculty, finance department, administrative department, janitorial department 

and fieldworkers. The close coordination is crucial for the smooth running of the 

organization. A successful administrator always ensures the participation and 

coordination of workers in the working place. Mintzberg (1988), advocated that it is 

the duty of the manager to develop the interpersonal relations, proper flow of 

information, coined the policies, make decisions and execute the policies. In short, it 

is duty of the manager to ensure the attainment of objectives by and with the help of 

other people.    

Facilitations   

Facilitation is a process in which the manager enables working groups in the 

organization to work effectively for the achievement of the goals. The job of 

facilitator is to help every individual in the organization for doing the best to 

accomplish the task (Bens, 2000). The facilitator ensures the complete participation 

and coordination of the workers in working environment. The most important role of 

facilitator is to facilitate the subordinate during the conflicting like situation through 

dialogue and negotiation. In short, it works for the better and conducive working 

environment of the organization. 

Professional development  

It means to develop individuals according to the dynamic environment. It is 

vital for the development of professional individuals working in the organization. In 

modern organization, it has posed a serious importance to improve the quality of 
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performance. It also enhances the quality of work which is the burning issue of the 

modern organizations. Moreover, it is vital for the career of the employees because it 

improves their expertise and technical skills. 

Organizational Communication 

 Communication is the life line of an organization because managers spent 

most of their time in communicating the employees. Now a day, managers and 

teaching and non-teaching faculty have felt the importance of communication. For 

this purpose, communication practices and use of technologies have become more 

important in all institutions especially in universities (Baker, 2002). The textbooks 

and the Harvard Business Review (1993), have proved that the area of communication 

is extremely assorted and disjointed. The internal organizational communication 

practice is a directed communication procedure. The field of communication has 

splintered nature. Thus it has been a subject to spectacular change. With the 

enlargement of organization size, the formal communication has got serious 

importance for managers. In recent times, the field of communication is not only 

multifaceted but also important to the functioning of the organization (Tucker, Meyer, 

& Westerman, 1996;  Desanctis & Fulk, 1999). 

Centralised Versus Decentralised Management 

Centralisation is the degree to which the decisions are made at one place in the 

organization. While in the decentralisation the decisions are made on the operational 

manager level (Robbins et al., 2009). The uses of the decentralised system is that it 

facilitates the top decision-makers to focus on the big picture while daily operations 

are controlled by the division-managers while the uses of the centralised system is 

that top decision-makers are able to maintain maximum control over operations.  In 

the decentralization, the responsibilities are delegated to the operational managers and 



 39

it enable top decision makers to concentrate on long-range policy (Chandler, 2001). 

As in institutional set up (e.g., in universities) decentralized system prevailed from 

Vice Chancellor/Rector to Dean of faculties to Chairmen/Director/Principals/Head of 

departments to faculty as well as administrative staff thus establishing a hierarchical 

system which fulfils the decentralized scenario in educational organization. 

Pay and Compensation 

 Compensation means all forms of pay and rewards for the employees. It has 

two major parts, direct and indirect payment. In fact, there are two traditions to make 

direct financial payment to employees who are based on increment of time or on 

performance. Time based pay is the base of most employees pay plans. The other 

option is to pay for performance e.g., the workers turn out or piecework (Dessler, 

2006). The major tribute to affect the relations at work is pay. The distribution and the 

level of pay have considerable effects on the working condition of the organization. It 

also enhances the morality and the production of the employees.  Thus, it is essential 

for the organization to develop a suitable pay system for the organization.  Pay system 

means a method of compensating people according to their performance. This system 

should be clear and simple so that the employees can easily understand it. The job 

security, intrinsic motivation, gratitude about the performance of job, and suitable 

training to develop their potential are the important motivator for the employees 

(Michael, 2002; Michael & Helen, 1998). In short, it is the only pay system which 

provides the basis for monetary reward.  

 The basic rate systems are coined on the base of which staff obtains a fixed 

rate of per hour/week/month. No extra compensation is granted. Another system is 

also running alongside the basic system through which workers additional skills and 

competencies are used.  Moreover, it is based on return to the workforce for their 
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input, skill and performance. In nutshell, it is the framework in which the organization 

places the pay rates for its various jobs (Michael & Duncan, 2001). 

Pay for Performance 

 In this competitive world, performance of the workers is based on satisfactory 

pay system. McIntyre (2009), defined that pay for performance or merit pay is the 

increase of pay directly linked with employee’s success in achieving definite goals. 

The practices of pay for performance have become popular over the years and are 

now main compensation methods in all over the world (Wikipedia, 2009). Pay for 

performance has gained popularity during the past few years due to many reasons 

including increased production and improved quality. It is used as a motivational and 

communication tool, staffing and preservation of employees (Caneel & Wood, 1992).  

 According to Roots (1988), financial incentives are connected with 

performance and encourage employees to work together for higher production goals. 

Pay for performance is not a new concept for both public and private institutions. The 

strong advantage of pay for performance plans not only improve the employee’s 

motivation but also enhance production. The available literature rectify this fact that 

motivation is one of the greatest benefits of pay for performance plan (Caruth & 

Handlongton, 2001. While, Risher (2002), concludes that three ideologies elucidate 

the relationship between motivation and pay for performance.  

  First is the equity theory in which employees compare their performance with 

the other employees and want equally compensation. Caruth and Handlongton (2001), 

said that the equity theory is one of the motivating forces behind the competition 

among employees. It is an established fact that competition motivates and takes out 

the best in people with the result of increased production and improved performance. 

Supporters of pay for performance plans appreciates that this theory is sound and have 
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advantages to the organization. The second is the expectancy theory which propagates 

that that workers behave on the basis of perceived reward. The last is reinforcement 

theory, which propagates the principle that reinforced behaviour will be repeated. 

Along with above-mentioned theories, improved recruitments and preservation is also 

viewed as a strong advantage pay for performance plans (Risher 2002). 

How the Environment Affects Manager? 

 Environment is complex phenomenon. It is very necessary for a manager to 

understand its various components for effective management. The effective 

management enhances managers’ performance. The below-mentioned two 

components affect the manager’s performance. 

Environmental uncertainty  

Environmental uncertainty means the change and complexity in the 

organizational/institutional environment. If their components change frequently, it is 

called dynamic environment and on the other hand if the change is not frequent, it is 

called static environment as universities’ setup exemplify the dynamic environment. 

Another component of uncertainty describes the level of complex environment. The 

complex environment means various elements of the organization. It comprises the 

knowledge of the organization about the including components. It is also assessed in 

terms of the knowledge about organizational environment. 

 From the above discussion, it is obvious that environments differ with respect 

to change and complexity. Environmental uncertainty plays an important role in 

organization structure and internal behaviours.  The organizations which are facing 

uncertainty support changes in the organizational environment through effective 

communication and collaboration of ideas. The organization facing certain 

environment is well-managed and controlled, contrary to uncertain environment. So, 
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the organization needs to maintain balance between internal and external environment 

(Thompson, 1967). 

 So far as, the complexity of environment is concerned, the internal 

environment complexity increases with the increase of external environment 

complexity because the internal and external environments are like hand in glove with 

each other, e.g. the human resources department attracts the people from the open 

market who wants to work for the organization, the marketing departing department 

deals with the customers, procurement department supply the raw material and 

finance department deals with the bankers (Solo, 1993). In this way, the interaction 

between internal and external environment completes the organizational function. 

Managing stakeholders’ relationships  

The nature of stakeholders’ relationships is another component in which the 

environment affects educational managers’ performance. The institutional outcomes 

depend on more obvious and secure relationships between the stakeholders. The other 

view to manage the relationship with stakeholder is essential because these groups are 

the main source of institutional input and the outlets of outputs. So for the personal 

and organizational benefits the manager keeps in mind the interest of these groups 

(Berman, Phillips, & Wicks, 2005; Hillman & Keim, 2001). 

Environmental Scanning 

 Environmental scanning means the attainment and use of information about 

the institution's external environment. It helps the manager to plan the future course of 

action (Choo & Auster, 1993). Environmental scanning is too significant to judge the 

forces of change. It is used to generate an efficient mechanism to avoid this situation 

in future. Moreover, it is  used to determine intimidations and chances to gain 

competitive advantages and to improve planning (Sutton, 1988). The environmental 
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scanning is not only used to view the information but also to search for the 

information. It includes all types of information from the lunch table to the formal 

research programmes (Choo, 2002). Murphy (1987), stated that environmental 

scanning is a significant element of the institution's strategic planning process. It helps 

to handle the changes due to outer factors. Moreover, scanning has also contributed a 

lot in effective organizational communication. In short, by dint of environmental 

scanning, the institution like university enables to develop numerous planned 

alternatives that are used positively to meet with outer changes (Choo, 2002). 

Scanning and performance 

 The environmental scanning improves the institutional performance. 

Numerous studies have been conducted for this purpose. The researchers Miller and 

Frieson (1977), have been conducted 81 case studies about the success and failure of 

organizations with reference to scanning. They concluded that intelligence rationality 

factor is an important element in distinguishing between successful and unsuccessful 

organization which comprises environmental scanning. The environmental scanning 

and intelligence activity is one of the successful models whereas the intelligence 

effort in the failing firms was described as poor and weak. 

Socio-economic Environment of Higher Education Institutions 

 Due to urbanisation, the socio-economic environment of higher educational 

institutions is changing. The higher educational institutions have been responding to 

the international pressure to increase exposure in cultural diversity. In the recent 

times, there is diversification in cultural and educational background, professional and 

personal experiences and level of motivation among students.  

 In the present day, the market and economic oriented content and structure of 

educational programmes are being developed. Along with the new structure and 
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content, a lot of new teaching styles and pedagogies are being introduced. The hiring 

the international staff and retaining them and bridging the differences between the 

government and administration are the core values of higher education. This 

diversification will grow in future and it will be a challenge for the higher educational 

institutions to retain their capabilities and competencies in education  (Knight, 2003; 

Mestenhauser, 2003; van der Wende, 1998). The same idea explored by Knight 

(2004), stated that to manage cultural diversity is possible only through culture 

learning in individuals and in institutions.  

 In the above review of the literature, both the variables of the study (i.e., 

conflict management and organizational environments) were discussed in detailed. 

From the review, it was proved that throughout the world different styles of conflict 

management have been under operation. However, every style has its own impact 

upon the working environment. The organizational environment was also studied in 

detailed. As the major focus of the organizational environment regarding the study 

was internal environment. All those factors which were the integral part of the 

environment were thoroughly discussed and interpreted. Through the extensive study 

of the internal environment, the researcher deduced some factors of the organizational 

environment which make the environment favourable for working condition. These 

factors are internal environment, teamwork, guidance and support, participation and 

coordination, professional development, facilitations, rewards and benefits. Figure 2.2 

graphically represents the sub-factors of the internal environment. 
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Figure 2.2  
 

Deduction of organizational environment factors from the review of literature 
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CHAPTER 3 

Methodology 

The present study was designed to compare the conflict management styles 

and organizational environment at university level in Punjab. In the current study the 

conflict management styles used by the administrators of different universities were 

observed and their impact on the environment of the respective universities was 

measured. Moreover, a comparison was also made between the conflict management 

styles and organizational environment between the newly established universities and 

old universities.  

This chapter provides a complete picture of the methodology and procedure 

adopted in the study. The procedure of the study consists of following steps, i.e., 

population of the study, sampling procedure, hypotheses, variables of the study, 

instruments used and their piloting, procedure for data collection, analysis of data, and 

permission to conduct the research are also taken under black and white.  

Research Design 

It is a descriptive type of study which was conducted through survey of 

concerned Universities. According to Fraenkel ans wallen (2003), Gay (1996), survey 

research is an attempt to get the data from the sample to highlight the current status of 

the population with respect to one or more variable. The survey research assesses 

various types of information like demographic information, characteristics and 

opinion etc. Survey is used in different areas like political science, sociology, 

education and economics about a particular topic. It is used when the researchers are 

interested in obtaining information from a large group of people. 

 The study was conducted with the help of two questionnaires designed for 
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seeking the relationship between conflict management styles and organizational 

environment.  

Population of the Study 

The population of the study consisted of 177 heads of the department 

including, The Islamia University of Bahawalpur (36), Government College 

University Faisalabad (34), University of the Punjab (78) and University of Sargodha 

(29).The 1662 teaching faculty members both male and female teaching on regular 

basis in the public sectors Universities of the Punjab namely The Islamia University 

of Bahawalpur (605), Government College University Faisalabad (221), The 

University of the Punjab (537) and University of Sargodha (299).   

Rational of selecting the population of current study was based on following grounds: 

 In educational spheres, the university level has well defined administrative 

structure. The division of labour and hierarchy of authority are well established so, it 

was good enough for the researcher to explore the real environment of universities by 

dint of conflict managing styles towards the administrators. The reforms in the higher 

education during the past one decade or so has revolutionised the higher education in 

Pakistan. The establishment of new universities, the structural changes in the old 

universities, the issues of financing, and promotion are the major causes of conflicts 

in the universities. Keeping in mind the above mentioned factors, the researcher has 

selected universities as the population of the study.      

Sample of the Study 

It was not feasible for the researcher to approach the whole population due to 

time and resources constraints, so the ten similar departments from each selected 

University were randomly taken as a sample. The simple random sampling (fish 

bowel method) was used to select the departments. These departments were; Arabic, 
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Botany, Business Administration, Chemistry, Economics, Education, English, 

Mathematics, Physics, and Statistics. At The Islamia University of Bahawalpur the 

department of Botany did not exist, hence, only nine departments from this University 

were included in the study. All regular teaching faculties in these departments were 

the sample of the study. The table 3.1 represents the summary of the selected sample.  

The overall summary of the selected sample is also presented in figure 3.1 & 3.2. 

Table 3.1 

University and Department Wise Selected Sample 
 

Sr.# 

 

Departments 

No. of Faculty Members  

Total IUB GCUF PU US 

1 Arabic 8 10 7 3 28 

2 Botany 0 10 10 13 33 

3 Business Administration 17 8 4 9 38 

4 Chemistry 17 16 16 7 56 

5 Economics 11 12 6 9 38 

6 Education 14 9 39 14 76 

7 English 16 18 7 13 54 

8 Mathematics 8 13 13 12 46 

9 Physics 12 12 16 12 52 

10 Statistics 8 9 16 6 39 

 Total 111 117 134 98 460 
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Figure 3.1 

Department wise selection of sample
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Figure 3.2 

University wise selection of sample
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 Moreover, all the heads of departments working in the four selected 



 50

Universities of sampled departments were included in the survey. Table 3.2 reflects 

the designation wise numbers of administrators. This is also shown in figure 3.3 and 

3.4. 

Table 3.2  

Designation wise University Administrator Selected Sample 
Selected University Chairman/ 

Chairperson
Professor Associate 

Professor
Assistant 
Professor 

Lecturer Total 

The University of the 
Punjab 

10 9 1 0 0 10 

The Islamia University of 
Bahawalpur 

9 7 2   9 

University of Sargodha 10 5 2 3 0 10 

GC University Faisalabad 10 1 4 3 1 9 

Total 39 22 9 6 1 38 

 

Figure 3.3:   

University wise selected sample of Administrators
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Figure 4.4:  

University wise designation of Administrators
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Hypotheses 

 Following null hypotheses were formulated to conduct the study: 

Ho 1 There is no significant difference of conflict management styles used by the 

administrators of old and newly established universities in Punjab. 

Ho 2 There is no significant difference of organizational environment of old and 

newly established universities in Punjab.  

Ho 3    There is no significant relationship between the organizational environment and 

styles of conflict management used by the administrators of old universities in 

Punjab. 

Ho 4 There is no significant relationship between the organizational environment and 

styles of conflict management used by the administrators of newly established 

universities in Punjab. 

Ho 5 There is no significant relationship between the organizational environment and 

styles of conflict management used by the administrators of old and newly 
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established universities in Punjab. 

Following table shows the objectives and corresponding hypothesis to be 

tested;  

Table 3.3 

Objectives and Corresponding Hypotheses to be tested 
Sr. # Objectives Hypotheses 

1 1 H0 1  

2 2 H0 2 

3 3 H0 3  

4 4 H0 4 

5 5 H0 5 

 
Instruments of the Study 

 Three types of information were required to collect data from the selected 

sample of the study, which are as follows: 

1. The demographic information i.e. gender, qualification, designation, teaching 

experience, administrative experience.    

2. The conflict management styles used by the administrators. 

3. The working environment available to the faculty in their particular 

departments. 

 Regarding the above aspects, the data was collected with the help of two 

questionnaires, i.e. Conflict Management Styles Inventory (CMSI), and 

Organizational Environment Scale (OES). The details of the pilot testing of the 

instrument were following. 

Piloting of Instruments 

  The adopted as well as the developed research instruments were piloted prior 

to actual application. The CMSI was developed by Vern Johnson, retired professor 
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from University of Arizona (USA). For the use of CMSI in the present study due 

permission was sought from V. Johnson which was generously granted on 19th of 

august 2010 (Appendix C). To check the content validity of the questionnaire, the 

expert opinion was taken from the experts. The list of the experts is attached. 

(Appendix G). During the piloting five items of the CMSI were dropped from the 

final draft of the tool because of their high difficulty index, i.e. > 0.85. In the original 

shape the scale was consisted of 25 items. But, after the pilot testing the researcher 

reduced the no of items. Finally, 20 items were finalized and administered.    

To measure the reliability of the CMSI in Pakistani perspectives, it was piloted 

upon 10 heads of department of Baha-ud- Din Zikria University Multan. The 

Cronbach Alpha (Reliability Coefficient) was calculated. It was 0.71. 

Table 3.4        

Factor Wise Division of the Items of CMSI 
Serial .no Factors Items 

1 Integrating style 2, 5, 9, 20 

2 Obliging style 6, 12, 16, 18 

3 Dominating style 1, 4,  8, 17 

4 Avoiding style 3, 11, 15, 19 

5 Compromising style 7, 10, 13, 14 

 
 The Organizational Environment Scale (OES) was developed by the 

researcher. It was piloted upon fifty faculty members of the University of Education 

Lahore.  After pilot testing, the factor analysis was done. The reliability of the score 

was also calculated. The Reliability Coefficient (Cronbach Alpha) was calculated 

which was 0.92. The description of the factor analysis is as under;  
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Factor Structure of OES 

 The different methods use to analyze basic constructs which influence the 

responses on numbers of measured variables, is called factor analysis. It means to 

identify the relationship between variables that is to classify variables. The 

Confirmatory factor Analysis (CFA) of items have been applied in the study at hand 

because in ordinal and polytomously scored data CFA is suitable. LISREL 8.3 

(Jöreskog & Sörbom, 1999) was used to conduct Confirmatory Factor Analysis with 

the use of an Asymptotic Covariance Matrix, polychoric correlation matrix, and 

weighted least squares estimation, as per the recommendations of Jöreskog and 

Sörbom (1999) for the analysis of ordinal variables. Factor structure of OES scale has 

been tested or verified using CFA is described in the table 3.5. 

Table 3.5 

Factor Wise Item Division of OES 
Sr. No.        Factors          Items  

1 Internal environment 1, 6, 8, 14, 15, 32 

2 Professional development 2. 18, 26, 33 

3 Team work 7, 9, 13, 16, 19, 22 

4 Guidance & support 3, 5, 17, 24, 25, 27 

5 Facilitations 21, 23, 31, 34, 35, 36 

6 Participation & coordination 4, 10, 11, 12, 20, 28 

7 Reward & benefits 29,  30,  37,  38 

Item Loading 

The following table 3.6 shows the factor loading for each item on related 

dimensions (factors). In PCA factor loading and component loading are used 

interchangeably. It is correlation coefficients among the variable and factors. 
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Analogous to Pearson’s r, the squared factor loading is the percent of variance in that 

indicator variable explained by the factor. Higher values of loading indicate the 

strength of relationship between variable and underlying factor. Figures in the table 

show that all measures (items) load heavily on each underlying factor respectively. 

Values of factor loading equal or above 0.35 considered to be desirable.  

Table 3.6 

Values of Factor Loading of OES 
 Inter. Professi Team Guidance Facilata Particip Reward 

Q1 0.483 - - - - - - - - - - - - 
Q2 - - 0.580 - - - - - - - - - - 
Q3 - - - - - - 0.552 - - - - - - 
Q4 - - - - - - - - - - 0.535 - - 
Q5 - - - - - - 0.692 - - - - - -
Q6 0.539 - - - - - - - - - - - - 
Q7 - - - - 0.804 - - - - - - - - 
Q8 0.437 - - - - - - - - - - - - 
Q9 - - - - 0.387 - - - - - - - - 

Q10 - - - - - - - - - - 0.655 - - 
Q11 - - - - - - - - - - 0.565 - -
Q12 - - - - - - - - - - 0.626 - - 
Q13 - - - - 0.615 - - - - - - - - 
Q14 0.636 - - - - - - - - - - - - 
Q15 0.423 - - - - - - - - - - - - 
Q16 - - - - 0.754 - - - - - - - - 
Q17 - - - - - - 0.637 - - - - - - 
Q18 - - 0.546 - - - - - - - - - - 
Q19 - - - - 0.548 - - - - - - - - 
Q20 - - - - - - - - - - 0.622 - - 
Q21 - - - - - - - - 0.557 - - - - 
Q22 - - - - 0.372 - - - - - - - -
Q23 - - - - - - - - 0.619 - - - - 
Q24 - - - - - - 0.513 - - - - - - 
Q25 - - - - - - 0.599 - - - - - - 
Q26 - - 0.614 - - - - - - - - - - 
Q27 - - - - - - 0.528 - - - - - - 
Q28 - - - - - - - - - - 0.435 - - 
Q29 - - - - - - - - - - - - 0.485 
Q30 - - - - - - - - - - - - 0.486 
Q31 - - - - - - - - 0.631 - - - - 
Q32 0.621 - - - - - - - - - - - -
Q33 - - 0.666 - - - - - - - - - - 
Q34 - - - - - - - - 0.655 - - - - 
Q35 - - - - - - - - 0.719 - - - - 
Q36 - - - - - - - - 0.657 - - - - 
Q37 - - - - - - - - - - - - 0.507 
Q38 - - - - - - - - - - - - 0.745 
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 Figure 3.5 shows factor analyses of the tested model underlying OES scale. Values 

before each item box show measurement error, which is unexplained variance by 

respective factor, the values on the arrows indicate factor loading contributed by each 

item, which is the strength of relation between item and factor.    
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Figure 3.5:  

Factor wise items loading of Organizational Environment Scale 

 



 58

Fit of Factor Model 

 The CFA model would not be trustworthy if model evidenced poor fit. To 

evaluate the efficacy of underlying model a number of fit indices have been reported. 

A summary about the rational of these indices are as follows. According to Hu and 

Bentler (1999), applying the mixture of GOF indices to attain a vigorous estimation of 

data-model fit in structural equation modeling. They suggested the cutoff standard 

values, i.e. CFI > 0.95, TLI > 0.95, RMSEA < 0.06, and SRMR < 0.08. Nevertheless, 

they also recommended that these values should be considered “rule of thumb”, not 

rigid standard. However, the prevailed exercises look to be ignoring these limitations 

while using these values. I has been found by Beauducel and Wittmann (2005), Fan 

and Sivo (2005), Marsh, Hau, and Wen (2004), Yuan (2005), the values are so high 

and therefore less power of generalization. Generally, the practice namely, “good 

enough” e.g. (CFI, GFI, NFI, NNFI and TLI) was found accepted commonly. The 

cutoff values should be 0.90 as per the relaxed criterion. Therefore, the values less 

than 0.10 or 0.05 were undertaken as adequately acceptable. For the studied scale, fit 

indices are reported in Table 3.7. 

Table 3.7 

Fit Indices for OES 
Fit indices for organizational 

environment scale 
Fit Index Value 

NFI 0.913 

NNFI 0.938 

CFI 0.927 

GFI 0.939 

RMSEA 0.07 
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 Table 3.7 displays the fit statistics for the chosen tested model. As described in 

Table 3.7,  GFI measures well above .90, which indicates an adequate model fit, 

NNFI measures well above .90, which indicates an adequate model fit, CFI measures 

well above .90, which indicates an adequate model fit, RMSEA measures above .05 

which indicates slightly inadequate fit. All fit indices indicate that factorial structure 

described in Table 3.6 underlying OES scale is plausible.   

 Table 3.9 shows the correlation among latent factors. All coefficient values are 

significant at 5% level. The correlation value becomes statistically significant, if it 

varies from 0.00. The range of value of correlation co-efficient is from -1 to 0 and 

goes up to + 1. The zero shows that there is no correlation between two variables. 

From zero to the positive direction (+1), the value shows that there is positive 

correlation between the variables. Similarly, if there is a value less than zero it would 

show a negative correlation between the two variables. These correlations might be 

named as very low, low, moderate and high as shown below: 

Table 3.8 

Correlation Value and Interpretation 
Correlation Value Interpretation 

≤0.50 Very low 

0.51 to 0.79 Low 

0.80 to 0.89 Moderate 

≥0.90 High (Good) 

 
 From below table, we can see that correlation among latent factor varied from 

moderate to high with few exceptions.  
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Table 3.9 

Correlation among the Factors of OES 
Correlation among Factors 

 Internal   Professi Team  Guidance Facilata Particip Reward 

Internal        1.00       

Professil      0.87 1.00      

Teamwork 0.94 0.92 1.00     

Guidance     0.99 0.94 0.98 1.00    

Facilations   0.87 0.92 0.855 0.837 1.00   

Particip        0.95 0.85 0.934 0.999 0.908 1.00  

Reward 0.58 0.77 0.641 0.591 0.745 0.623 1.00 

 
Data Collection 

The data were collected from ten randomly selected departments of each of the 

four universities namely The Islamia University of Bahawalpur, Government College 

University Faisalabad, University of the Punjab and University of Sargodha. The 

departments were: Arabic, Botany, Business Administration, Chemistry, Economics, 

Education, English, Mathematics, Physics and Statistics.  The data was personally 

collected by the researcher. The questionnaires were administered in May and June 

2011. At the end of the June 2011 the data collection process was completed. During 

the data collection process the head and the teaching faculty of physics department of 

Govt. College University Faisalabad refused to share the information. On the other 

hand as the departments were selected randomly and in The Islamia University of 

Bahawalpur, the Botany department did not exit. So the strength of the department 

remained 38 out of 40. 
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  The whole effort of data collection resulted in getting the following response 

rate from each university. The overall response rate is presented in the table 3.10, 3.11 

and figure 3.5, 3.6. 

Table 3.10 
 

University Wise Selected Sample and Response Rate 
Selected University No. of regular 

faculty 
members 

No. of faculty members 
who responded 

Response 
rate in %age 

University of the Punjab 134 100 74.62% 

The Islamia University of 
Bahawalpur 

111 90 81.08 % 

University of Sargodha 98 71 72.44 % 

Government College 

University Faisalabad 

117 75 64.10% 

Total 460 336 73.04 % 

 
Figure 3.6: 
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Table 3.11  

Overall Response Rate of Sampling 
Sr. # Sample selected Total Responses Responses rate 

1. Faculty members 460 336 73.04 % 

2. Administrators 40 38 87.50 % 

 
Figure 3.7: 
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 Table 3.11 represents that out of 460 only 336 faculty members responded the 

questionnaires. Thus the response rate turned out to be 73.04%. The reasons for 

attrition of about 27% are that there is poor research culture in Pakistan where the 

respondents are reluctant in providing information and supporting research activities. 

Despite the best possible efforts of the researcher, including personal visits, postal 

reminders and emails, the responses of the selected sample could not be fully 

achieved. Moreover, due to administrative threats and fears faculty members hesitated 

in providing support and sharing information with the researcher.    

Data Analysis 

The data were analyzed by using Statistical Package for Social Sciences 

(SPSS) version 17.0, and Microsoft Excl, 2010. The comparison between conflict 
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management styles and organizational environment at old and newly established 

universities was determined by using analysis of Multi variance (MANOVA).The 

interpretation of MANOVA is as under.  

According to Fraenkel and Wallen (2003), “it incorporates two or more 

dependent variables in the same analysis, thus permitting a more powerful test of 

difference among means. It is justified only when the researcher has reason to believe 

correlations exist among the dependent variable” (p.242). Thus the predictor and 

predicted variables in this study have multifactor.   

In order to determine relationship between organizational environment and 

conflict management styles used by the administrators at university level, Pearson ‘r’ 

was used. The description of Pearson ‘r’   is following: 

Interpreting Pearson’s Correlation Coefficient (r) 

 The usefulness of correlation depends on its size and significance. If r reliably 

differs from 0.00, the r - value will be statistically significant (i.e., does not result 

from a chance occurrence.) implying that if the same variables were measured on 

another set of similar subjects, a similar r – value would result. If r achieves 

significance it is concluded that the relationship between two variable was not due to 

chance  

How to Evaluate a Correlation? 

 The values of r always fall between -1 and +1 and values does not change if 

all values of either variable are converted to a different scale. The size of any 

correlation generally evaluates as follows:  
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Table 3.12 

Evaluation of the Size of Correlation 
Correlation value Interpretation 

≤0.50 Very low 

0.51 to 0.79 Low 

0.80 to 0.89 Moderate 

≥0.90 High (Good) 

 
 A high (or low) negative correlation has the same interpretation as a high 

(low) positive correlation. A negative correlation indicates that high score in one 

variable are associated with low score in other variable (www.experiment-

resouces.com/statistical-correlation.htm).  

Table 3.13 

Hypotheses Wise Description of Statistics 
Sr. # Hypotheses Appropriate statistics 

1. H01, H02 MANOVA 

2. H03, H04, H05 Pearson r 
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CHAPTER 4 

Data Analysis 

 This chapter deals with the analysis of data and its interpretation. The study 

was designed to determine the conflict management styles’ used by the departmental 

heads and their impact on the environment of the organizations. It also intended to 

measure the relationship between conflict management styles and organizational 

environment at university level. Data were collected through a questionnaire, i.e. the 

conflict management styles inventory (CMSI), and organizational environment scale 

(OES). The data were analysed through MS- Excel 2010 and Statistical Package for 

Social Sciences (SPSS- 17). Both the descriptive and inferential statistics used for the 

analysis and interpretation of data. Description of the sample of the study and 

demographic variables of the participants are reported in the portion of descriptive 

statistics. During the administration of the tools, it was found that some of the 

respondents did not provide the demographic information. So the information was 

missed out from the analysis. The testing of hypotheses and their interpretations are 

reported in the portion of inferential statistics.    
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Descriptive Statistics 

Table 4.1 

University wise Gender Division of Administrators (The percentage values are shown in 
parenthesis) 

Administrators 
Gender 

 Universities G
.T

otal 

 Old New 

PU  IUB Total GCUF US Total 

Male 8 (80)  9 (100) 17 (89.5) 9 (100) 10 (100) 19 (100) 36 (94.7)

Female 2 (20)  0 (0) 2 (10.5) 0 (0) 0 (0) 0 (0) 2 (5.3) 

Total 10  9 19 9 10 19 38 (100) 

 

 The table 4.1 reveals that in the University of the Punjab 80 % male and 20 % 

female administrator were working. While, in other Universities like The Islamia 

University of Bahawalpur, University of Sargodha and Government College 

University Faisalabad 100 % male administrators were working. It is also evident 

from the figure 4.2. 

Figure 4.2: 
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Table 4.2 

University wise Designation of Administrators (The percentage values are 
shown in parenthesis) 

Administrators 
Designation 

Universities G
. T

otal 
Old New 

PU IUB Total GCUF US Total 

Professor 6 (60) 7 (77.8) 13 (68.4) 1 (11.1) 8 (80) 9 (47.4) 22 (57.9) 

Associate 
Professor 

2 (20) 2 (22.2) 4 (21.0) 5 (55.6) 2 (20) 7  (36.8) 11 (28.9) 

Assistant 
Professor 

2 (20) 0 (0) 2 (10.6) 2 (22.2) 0 (0) 2 (10.6) 4 (10.6) 

Lecturer 0 (0) 0 (0) 0 (0) 1 (11.1) 0 (0) 1(5.2) 1 (2.6) 

Total 10 9 19 9 10 19 38 (100) 

 
 The table 4.2 indicates that in The University of the Punjab 60% Professors, 

20% Associate Professors and 20% Assistant Professors were working as 

administrators. Likewise, in The Islamia University of Bahawalpur 77.8% Professors 

and 22.2% Associate Professors were working as administrators. Similarly, in the 

University of Sargodha 80% Professors and 20% Associate Professors were working 

as administrators. Moreover, in Government College University Faisalabad 11.1% 

Professors, 55.6% Associate Professors, 22.2% Assistant Professors and 11.1% 

Lecturers were working as administrators. The figure 4.4 graphically represents the 

whole picture. 
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Figure: 

 

Table 4.3 

University Wise Qualification of Administrators (The percentage values are shown in 
parenthesis) 

Administrators 
Qualification 

Universities G
. T

otal 

Old New 

PU IUB Total GCUF US Total 

PhD 10 (100) 9 (100) 19 (100) 7 (77.8) 9 (90) 16 (84.2) 35 (92.1) 

MPhil 0 (0) 0 (0) 0 (0) 1 (11.1) 1 (10) 2 (10.5) 2 (5.3) 

MA/MSc 0 (0) 0 (0) 0 (0) 1 (11.1) 0 (0) 1 (5.3) 1 (2.6) 

Total 10 9 19 9 10 19  38 (100) 

 
The table 4.3 indicates that in The University of the Punjab and in The Islamia 

University of Bahawalpur 100% administrators having PhD qualifications. While in 

University of Sargodha 10% MPhil and 90% PhD administrators were working. 

Moreover, in Government College University Faisalabad 11.1% MA/MSc, 11.1% 

MPhil and 77.8% PhD administrators were working. The detail is graphically 

represented in figure 4.3. 
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Figure 4.3: 

 

Table 4.4 

University Wise Teaching Experience of Administrators (The percentage values are shown in 
parenthesis) 

Administrators Teaching 
Experience 

Universities G
. T

otal 

Old New 

PU IUB Total GCUF US Total 

One to five years 0 (0) 0 (0) 0 (0) 1 (11.1) 0 (0) 1 (5.3) 1 (2.6) 

Six to ten years 
0 (0) 0 (0) 0 (0) 1 (11.1) 2 (20) 3 (15.8) 3 (7.9) 

Eleven to fifteen years 
3 (30) 0 (0) 3 (15.8) 0 (0) 4 (40) 4 (21.0) 7 (18.4) 

More than fifteen years 7 (70)   9 (100) 16 (84.2) 7 (77.8) 4 (40) 11 (57.9) 27 (71.1) 

Total 10 9 19 9 10 19 38 (100) 

 
The table 4.4 represents that in The University of the Punjab 30% 

administrators had eleven to fifteen years teaching experience and 70% had more than 

fifteen years teaching experience. Similarly, in The Islamia University of Bahawalpur 

100% administrators had more than fifteen years teaching experience. Likewise, in 

University of Sargodha 20% administrators had six to ten year teaching experience, 

40% had eleven to fifteen years and 40% had more than fifteen years teaching 

experience. Moreover, in Government College University Faisalabad 11.1% 
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administrators had one to five years and 11.1% had six to ten years and 77.8% 

administrators have more than fifteen years teaching experience. The figure 4.4 

graphically depicts the data.   

Figure 4.4: 

 
 
Table 4.5 

University Wise Administrative Experience of Administrators (The percentage values are 
shown in parenthesis) 

Administrators’ 
Administrative Experience 

Universities G
. T

otal 

Old New 

PU IUB Total GCUF UOS Total 

One to five years 5 (50) 4 (44.4) 9 (47.4) 9 (100) 3 (30) 12 (63.1) 21 (55.3) 

Six to ten years 
5 (50) 5 (55.6) 10 (52.6) 0 (0) 7 (70) 7 (36.9) 17 (44.7) 

Eleven to fifteen years 
0 (0) 0 (0) 0 (0) 0 (0) 0 (0) 0 (0) 0 (0) 

More than fifteen years 0 (0) 0 (0) 0 (0) 0 (0) 0 (0) 0 (0) 0 (0) 

Total 10 9 19 9 10 19 38 (100) 

 
The table 4.5 shows that in The University of the Punjab 50% administrators 

had one to five years administrative experience and 50% had six to ten years 

administrative experience. Similarly, in the Islamia University of Bahawalpur 47.4% 
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administrators had one to five year and 52.6% administrators have six to ten years 

administrative experience. Likewise, in University of Sargodha 30% had one to five 

years and 70% administrators have six to ten years administrative experience. 

Moreover, in Government College University Faisalabad 100% administrators had 

one to five years administrative experience that is graphically presented (Figure 4.5) 

as. 

Figure 4.5: 
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Table 4.6 

University Wise Gender of Faculty Members (The percentage values are shown in 
parenthesis) 

Administrators 
Gender 

Universities G
. T

otal 

Old New 

PU IUB Total GCUF US Total 

Male 66 (66) 60 (66.7) 126 (66.3) 42 (56.0) 42 (59.1) 84 (57.5) 210 (62.5)

Female 34 (34) 30 (33.3) 64 (33.7) 33 (44.0) 29 (40.9) 62 (42.5) 126 (37.5)

Total 100 90 190 75 71 146 336 (100)

 

 Table 4.6 indicates that there were 66% male and 34% female faculty 

members were working in The University of the Punjab. Similarly, in The Islamia 

University of Bahawalpur there were 66.7% male and 33.3% female faculty members 
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were working. Likewise, in the University of Sargodha there were 59.1% male and 

40.9% female faculty members were working and at Government College University 

Faisalabad there were 56% male and 44% female faculty members were working. It is 

represented in figure 4.6.  

Figure 4.6: 

 
 
Table 4.7 

University Wise Designation of Faculty Members (The percentage values are shown in 
parenthesis) 

Administrators 
Designation 

Universities G
. T

otal 

Old New 

PU IUB Total GCUF US Total 

Professor 5 (5) 2 (2.2) 7 (3.7) 0 (0) 0 (0) 0 (0) 7 (2.1) 

Associate 
Professor 

7 (7) 5 (5.6) 12 (6.3) 3 (4) 3 (4.2) 6 (4.1) 18 (5.3) 

Assistant 
Professor 

28 (28) 19 (21.1) 47 (24.7) 21 (28) 20 (28.2) 41 (28.1) 88 (26.2) 

Lecturer 60 (60) 64 (71.1) 124 (65.3) 51 (68) 48 (67.6) 99 (67.8) 223 (66.4) 

Total 100 90 190 75 71 146 336 (100) 

 
 It is obvious from table 4.7 that 5% Professors, 7% Associate Professors, 28% 

Assistant Professors and 60% lecturers were working in The University of the Punjab. 
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In the same way 2.2% Professors, 5.6% Associate professors, 21.1% Assistant 

professors and 71.1% Lecturers were working in The Islamia University of 

Bahawalpur.  Similarly, in University of Sargodha 4.2 Associate Professors, 28.2% 

Assistant Professors and 67.6% Lecturers were working and in Government College 

University Faisalabad 4% Associate Professors, 28% Assistant Professors 68% 

lecturers were working as depicted in figure 4.7. 

Figure 4.7: 

 
 
Table 4.8 

University Wise Qualifications of Faculty Members (The percentage values are shown in 
parenthesis) 

Administrators 
Qualification 

Universities G
. T

otal 

Old New 

PU IUB Total GCUF US Total 

PhD 36 (36) 25 (27.8) 61 (32.1) 21 (28) 12 (16.9) 33 (22.6) 94 (28) 

MPhil 
26 (26) 27 (30) 53 (27.9) 20 (26.7) 19 (26.8) 39 (26.7) 92 (27.4) 

MA/MSc 
38 (38) 38 (42.2) 76 (40) 34 (45.3) 40 (56.3) 74 (50.7) 150 (44.6) 

Total 100 90 190 75 71 146 336 (100) 
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It is reflected from the table 4.7 that in The University of the Punjab 36% 

faculty members had PhD, 26% MPhill and 38% MA/MSc, qualification. Likewise, in 

The Islamia University Bahawalpur 27.8% faculty members had PhD, 30% MPhill 

and 42.2% MA/MSc qualification. Similarly, in the University of Sargodha 16.9% 

faculty members possessed PhD, 26.8% MPhill and 56.3% MA/MSc qualification. 

Moreover, in Government College University Faisalabad 28% faculty members had 

PhD, 26.7% MPhill and 45.3% MA/MSc qualification. Graphically, it is showed in 

figure 4.8. 

Figure 4.8: 
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Table 4.9 

University Wise Teaching Experiences of Faculty Members (The percentage 
values are shown in parenthesis) 

Administrators Teaching 
Experience 

Universities G
. T

otal 

Old New 

PU IUB Total GCUF US Total 

One to five years 45 (45) 50 (55.5) 95 (50) 38 (50.7) 46 (64.8) 84 (57.5) 179 (53.3) 

Six to ten years 24 (24) 23 (25.6) 47 (24.7) 22 (29.3) 17 (23.9) 39 (26.7) 86 (25.6) 

Eleven to fifteen years 13 (13) 8 (8.9) 21 (11.1) 6 (8) 6 (8.4) 12 (8.3) 33 (9.8) 

More than fifteen years 18 (18) 9 (10) 27 (14.2) 9 (12) 2 (2.9) 11 (7.5) 38 (11.3) 

Total 100 90 190 75 71 146 336 (100)

Regarding the table 4.9 the data show that in The University of the Punjab 

45% faculty members had one to five years of working experience, 24% had six to ten 

years, 13% have eleven to fifteen years and 18% had more than fifteen years teaching 

experience. Similarly, in The Islamia University of Bahawalpur 55.5% faculty 

members had one to five years, 25.6% had five to ten years, 8.9% had eleven to 

fifteen years and 10% had more than fifteen years teaching experience. Likewise, in 

University of Sargodha 64.8% had one to five years, 23.9% had six to ten years, 8.4%  

have ten to fifteen years and 2.9% had more than fifteen years teaching experience. 

Moreover, in Govt. College University Faisalabad 50.7% faculty members had one to 

five year experience, 29.3% had six to ten years, 8% had eleven to fifteen years and 

12% had more than fifteen years of experience.  It is represented in the figure 4.9. 
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Figure 4.9: 

 

Table 4.10 

Reflection of Conflict Management Styles 
Conflict management styles Mean score of responses 

Integrating style 3.94 

Obliging style 3.88 

Dominating style 3.81 

Avoiding style 2.86 

Compromising style 3.52 

 
 The above table reveals that the administrators in old and new universities use 

integrating style (M= 3.94), obliging style (3.88), and dominating style (3.81) to 

resolve conflicts in their departments. The same is reflected in the figure below. 
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Figure 4.10: 

Reflection of conflict management styles
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Table 4.11    

Reflection of Organizational Environment 
Organizational environment Mean score of responses 

Internal environment 3.55 

Professional development 3.56 

Team work 3.70 

Guidance and support 3.75 

Facilitations  3.51 

Participation and coordination 3.70 

Rewards and benefits 3.31 

 
 Regarding, organizational environment analysis of the data, the table 4.11 

indicates that faculty members of old and new universities are agreed about the 

presence of guidance & support (M= 3.75), team work (M= 3.70) and participation & 

co-ordination (M= 3.70) respectively in their departments. The same is reflected in the 
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figure below. 

Figure 4.11 

Reflection of organizational environment

3.55 3.56

3.75
3.7

3.31

3.51

3.7

3

3.1

3.2

3.3

3.4

3.5

3.6

3.7

3.8

Internal

Environment

Professional

Development

Team Work Guidancne

and Support

Facilitations Participation

and

Coordination

Rewards &

Benefits

M
e
a
n

 s
c
o

re

 



 79

Inferential Statistics 

Ho1: There is no significant difference of conflict management styles used by the 

administrators of old and newly established universities in Punjab. 

Table 4.12 

Univariate / multivariate analysis of variances for the differences of conflict 
management styles used by administrators of old and newly established 
universities in Punjab  

 
Multivariate Analysis of Variance 

Wilk’s Lambda F-value Hypothesis df Error df Significance 

0.705 2.676 5.000   32 0.039* 

 
Univariate Analysis of Variance 

 Item mean Mean difference S.D.  

F-value Old 
Univ. 

New 
Univ. 

Old Univ.- New 
Univ. 

Old 
Univ. 

New 
Univ. 

Integrating style 3.86 4.03 -0.17 0.56 0.52 0.951 

Obliging style 3.99 3.79 0.20 0.51 0.59 1.215 

Dominating style 3.36 3.26 0.09 0.59 0.59 0.233 

Avoiding style 2.62 3.12 -0.50 0.49 0.53 9.152** 

Compromising style 3.62 3.42 0.20 0.44 0.53 1.558 

N=38, Old University=19, New University=19 *p<0.05, **p<0.01 

 Multivariate Analysis of Variance given in Table 4.12 reflects that the F- 

value ( F =5,32) = 2.676, P = 0.039 < 0.05,  Wilk’s Lambda = 0.705) is significant. 

Hence, the null hypothesis that “there is no significant difference of conflict 

management styles used by the administrators of old and newly established 

universities in Punjab” is rejected. 

 In the same way Univariate Analysis of Variance reflects that the F Value 

(9.152) is significant at p<0.01. Hence, it is concluded that there is significant 

difference of conflict management styles used by the administrators of old and newly 
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established universities of the Punjab. 

 Therefore, avoiding styles of administration prevailed in new universities of 

the Punjab, i.e. University of Sargodha and Government College University 

Faisalabad. The mean difference is reflected in old and newly established universities 

in the following figure. 

Figure 4.12: 

Comparison of conflict management styles of new 
and old universities

3.79
3.36

3.62

3.26 3.42

3.12

4.03

2.62

3.86

3.99

0

1

2

3

4

5

Integrating style Obliging style Dominating style Avoiding style Compromising

style

M
e

a
n

 s
c

o
re

New  Universities

Old Universities

 

 



 81

Ho 2 There is no significant difference of organizational environment of old and 

newly established universities in Punjab. 

Table 4.13 

Univariate / multivariate analysis of variance for the differences of 
organizational environment of old and newly established universities of the 
Punjab.  

 
Multivariate Analysis of Variance 

Wilk’s Lambda F-value Hypothesis df Error df Significance 

0.793 1.119 7.000 30.000 0.377 

 

Univariate Analysis of Variance 
 Item mean Mean 

difference 
S.D. F-value 

Old 
Univ. 

New 
Univ. 

Old Univ.-  
New Univ. 

Old 
Univ. 

New 
Univ. 

Internal environment 3.55 3.57 -0.02 0.29 0.36 .033 

Professional development 3.54 3.59 -0.04 0.32 0.37 .147 

Team work 3.77 3.64 0.13 0.35 0.40 1.189 

Guidance and support 3.80 3.72 0.08 0.30 0.36 .537 

Facilitations 3.54 3.48 0.07 0.36 0.42 .271 

Participation and 
coordination 

3.70 3.71 -0.01 0.27 0.41 .012 

Rewards and benefits 3.32 3.31 0.01 0.43 0.40 .005 

N=38, Old University=19, New University=19 *p<0.05, **p<0.01 

 Multivariate Analysis of Variance given in Table 4.13 reflects that F value (F 

(7, 30) = 0.377, P = 0.377 > 0.05, Wilk’s Lambda = 0.793) is not significant. Hence, 

the hypothesis that “there is no significant difference of organizational environment of 

old and newly established universities of the Punjab” is accepted. Hence, it is 

concluded that there is no significant difference of organizational environment of old 

and newly established universities of the Punjab. 

  Moreover, Univariate Analysis of Variance indicates that none of the f value 

is significant either at (p<0.05, or p<0.01). Therefore, similar organizational 
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environment prevails there in the old and newly established Universities of the 

Punjab. The figure 4.13 represents the mean score of organizational environment in 

old and newly established universities in Punjab.  

Figure 4.13: 

Comparison of organizational environment of new and 
old universities
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Ho 3 There is no significant relationship between the organizational environment 

and styles of conflict management used by the administrators of old 

universities in Punjab. 

Table 4.14 

Correlation between Conflict Management Styles used by the administrators 
and organizational environment of old universities in Punjab 

 Mean Standard 
Deviation

N Pearson 
Correlation 

Significance 
(Two tailed)

Conflict Management Styles 3.49 0.23 19 
.343 .151 

Organizational Environment 3.62 0.28 19 

 

Table 4.14 

 Pearson Correlation “r” 

Integrating 
style 

Obliging 
style 

Dominating 
style 

Avoiding 
style 

Compromising 
style 

Internal environment 0.07 0.35 -0.13 0.06 0.13 

Professional development 0.20 0.39 0.32 0.02 -0.25 

Team work 0.19 0.44 0.04 -0.04 -0.14 

Guidance and support 0.30 0.63* 0.09 -0.14 0.05 

Facilitations 0.33 0.38 0.10 -0.19 0.01 

Participation and coordination 0.10 0.46* 0.02 -0.06 -0.27 

Rewards and benefits 0.23 0.19 0.43 0.07 -0.09 

N=19, *p<0.05 

The table 4.14 indicates that the co relation between conflict management 

styles and organizational environment is not significant (r = 0.34, p = 0.15) > 0.05), 

therefore, the hypothesis that “there is no significant relationship between the 

organizational environment and styles of conflict management used by the 

administrators of old universities in Punjab” is accepted. 

Table 4.14 reflects that there existed significant correlation (r = 0.63, p<0.05) 

between obliging style of conflict management and guidance and support. In the same 
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way significant relationship (r = 0.46, p<0.05) was observed between obliging style of 

conflict management and participation and coordination. So, the hypothesis is 

partially rejected.  Moreover, there is no significant relationship existed between the 

organizational environment and styles of conflict management used by the 

administrators of old universities in Punjab.  

The analysis of the data in table 4.14 reveals that obliging style of conflict 

management provides guidance & support to the faculty members; similarly obliging 

style of conflict management promotes the sense of participation & co-ordination 

among the faculty members. 
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Ho 4 There is no significant relationship between the organizational environment 

and styles of conflict management used by the administrators of newly 

established universities in Punjab 

Table 4.15 
 

Correlation between Conflict Management Styles used by the 
administrators and organizational environment of new universities in 
Punjab 

 Mean Standard 
deviation

N Pearson 
Correlation 

Significance 
(Two tailed)

Conflict management styles 3.52 0.36 19 
.429 .067 

Organizational 
environment 

3.58 0.34 19 

 

Table 4.15 

 Pearson Correlation “r” 

Integrating 
Style 

Obliging 
Style 

Dominating 
Style 

Avoiding 
Style 

Compromising 
Style 

Internal environment 0.40 0.14 0.23 0.32 -0.27 

Professional development 0.38 0.09 0.23 0.35 -0.39 

Team work 0.32 0.42 0.49* 0.30 -0.10 

Guidance and support 0.38 0.36 0.40 0.37 -0.26 

Facilitations 0.26 0.32 0.39 0.53* 0.08 

Participation and 
coordination 

0.37 0.19 0.33 0.51* -0.04 

Rewards and benefits 0.53* 0.10 0.18 0.45* -0.32 

N=19, *p<0.05 

 The table No. 4.15 indicates that the co relation between conflict management 

styles and organizational environment is not significant (r = 0.43,  

p = 0.067 > 0.05), therefore, the hypothesis that “there is no significant relationship 

between the organizational environment and styles of conflict management used by 

the administrators of newly established universities in Punjab” is accepted. Hence, it 

is concluded that there is no significant relationship between the organizational 
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environment and styles of conflict management used by the administrators of newly 

established universities in Punjab. 

 The table 4.15 reflects that there exists significant positive relationship 

between integrating style of conflict management and rewards & benefits (r = 0.53, p 

< 0.05) in the newly established universities of the Punjab. Likewise, dominating style 

of conflict management and team work is significantly co-relate (r = 0.49,  

p < 0.05). Similarly, avoiding style of conflict management has significant positive 

relationship between facilitations (r = 0. 53, p< 0.05), participation & co-ordination (r 

= 0.51, p< 0.05) and rewards and benefits (r =0.45, p< 0.05).  

 Analysis of the data in 4.15 reflects that integrating style of conflict 

management supports the provision of rewards & benefits whereas dominating style 

of conflict management promotes team work. In the same way at the newly 

established universities of the Punjab, avoiding style is helpful in facilitations, 

participation & co-ordination along with the provision of rewards & benefits. 
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Ho 5 There is no significant relationship between the organizational environment and 

styles of conflict management used by the administrators of old and newly 

established universities in Punjab. 

Table 4.16 
 

Correlation between Conflict Management Styles used by the 
administrators and organizational environment of old and new 
universities in Punjab 

 Mean Standard 
Deviation 

N Pearson 
Correlation 

Significance 
(Two tailed) 

Conflict management styles 3.51 0.30 38 
.391 .015 

Organizational environment 3.60 0.31 38 

 
Table 4.16 

 Pearson Correlation “r” 

Integrating 
style 

Obliging 
style 

Dominating 
style 

Avoiding 
style 

Compromising 
style 

Internal environment 0.25 0.22 0.06 0.20 -0.11 

Professional development 0.30 0.20 0.26 0.21 -0.34* 

Team work 0.22 0.45** 0.28 0.05 -0.08 

Guidance and support 0.31* 0.49** 0.27 0.08 -0.10 

Facilitations 0.27 0.35* 0.26 0.16 0.07 

Participation and 
coordination 

0.25 0.28 0.20 0.27 -0.12 

Rewards and benefits 0.36* 0.14 0.31* 0.23 -0.20 

N=38, *p<0.05, **p<0.01 

 
 The table 4.16 shows that there is positive significant relationship (r = 39, p< 

0.05) between conflict management styles and organizational environment which 

indicating that the hypothesis, “there is no significant relationship between the 

organizational environment and styles of conflict management used by the 

administrators of old and newly established universities in Punjab” is rejected. Hence, 

it is concluded that there is significant relationship between the organizational 
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environment and styles of conflict management used by the administrators of old and 

newly established universities in the Punjab. 

 The table 4.16 indicates that there exists positive significant relationship 

between obliging style of conflict management and teamwork (r = 0.45, p< 0.01), 

guidance & support (r =0.49, p< 0.01) and facilitation (r= 0.35, p< 0.05) at old and 

newly established universities in Punjab. Similarly positive significant relationship 

exists between integrating style of conflict management and guidance & support (r = 

0.31, p< 0.05) and rewards and benefits (r= 0.36, p< 0.05). But a negative significant 

relationship prevails between compromising style of conflict management and 

professional development (r = -0.34, p< 0.05) at the old and newly established 

Universities in Punjab. 

 Further it is obvious from analysis of data in table 4.16 that obliging style 

helps in developing environment based on teamwork, guidance & support and 

Facilitations. Whereas, integrating Style of conflict management promotes guidance 

& support. But compromising style creates hinderance in professional development. 
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CHAPTER 5 

Summary, Findings, Conclusions, Discussion and Recommendations 
 

 This chapter of the study describes the summary of the research, its findings 

on the basis of data analysis, conclusions drawn from the findings, discussion and 

recommendations. 

Summary 

 The study was designed to compare conflict management styles and 

organizational environment at university level in Punjab (Pakistan). The major 

purpose of the study was to compare conflict management styles and organizational 

environment between new and old established universities in Punjab. The study was 

also used to determine the relationship between conflict management styles and 

organizational environment at university level. The researcher reviewed extensively 

the related literature emphasizing on books and research articles. A number of 

researches have been conducted in the area of conflict management styles. The major 

components observed in the conflict management were concept of conflict, nature of 

conflict, conflict in organization, paradox of conflict, factors leading to conflict, 

conflict management and resolution, analysing organizational conflict, conflict 

management styles, conflict and personality traits and conflict and its resolution in 

university context. Organizational environment is also the significant area of research 

by the international and researcher’s point a view. The major factors studied in 

organizational environment are: concept of environment, types of environment, 

organizational communication, environmental uncertainty, and environmental 

scanning. 

 The researcher identified that there was no study available in Pakistani context 

to specify the relationship between conflict management styles and organizational 
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environment at university level. Thus, it was the dire need of the time to explore the 

real environment of the universities with reference to conflict management styles.  

The objectives were to compare conflict management styles and organizational 

environment, i.e. “the relationship of conflict management styles and organizational 

environment and comparison of conflict management styles and organizational 

environment in newly and old universities of Punjab”.  

 The study was descriptive type in nature. The survey technique was used to 

conduct the research. The target population of the study consisted of government 

sector universities in Punjab excluding agriculture, engineering and medical 

universities. The accessible population of the study consisted of four universities of 

the Punjab, viz. two old and two newly established universities. Ten departments were 

randomly selected from each university. The departments were Arabic, Botany, 

Business Administration, Chemistry, Economics, Education, English, Mathematics, 

Physics, and Statistics. The population of the study comprised 1662 faculty members 

both male and female working on regular basis and 177 administrators/ department 

heads in the public sector universities of the Punjab. Randomly selected sample was 

consisted of 460 faculty members along with 40 administrators.  

 The survey technique was used for gathering information through two 

questionnaires viz. (CMSI) and the (OES). The questionnaire (CMSI) was used to 

determine the styles of conflict management used by the administrators including 

‘integrating, obliging, compromising, avoiding and dominating’, whereas (OES) was 

administered to identify the different factors of organizational environment including 

internal environment,  professional development, team work, guidance & support, 

facilitations, participation & co-ordination, rewards & benefits.   

 The (CMSI) was developed by V. Johnson. The formal permission was taken 
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from the owner of the instrument. The (CMSI) was also piloted upon 10 

administrators of Baha ud Din Zakria University Multan and its Chronbach Alpha was 

.71. While piloting the instrument it was decided to decrease the numbers of items 

from the instrument. Finally, the total number of items remained 20.  The (OES) was 

developed by the researcher and consisted of 38 items. It was piloted upon 50 faculty 

members of University of Education Lahore. The Chronbach Alpha was .92.    The 

researcher collected the data personally and SPSS version 17 and M.S.excell (2010) 

were used for analysis. The researcher analysed the data using MANOVA and 

Pearson r. 

Findings 

Findings are presented based on the objectives and hypothesis of the study.  

1. The styles frequently used by the administrators were ‘integrating style’ (M = 

3.94), ‘obliging style’ (M = 3.88) and ‘dominating style’ (M = 3.81). (table 

4.10) 

2. The majority of the departments of universities in Punjab, the prevailing 

organizational environment possessed environmental factors namely, guidance 

& support (M = 3.75), participation & co-ordination (M = 3. 70), and 

teamwork (M = 3. 70) respectively. (table 4.11) 

3. There is significant difference (F = 2.676, p = 0.039 < 0.05) in the conflict 

management styles used by the administrators of newly and old established 

universities in Punjab. (table 4.12) 

4. The most significant (F = 9.152, p < 0.01) styles of conflict management used 

by the administrators of the newly established universities is ‘avoiding style’. ( 

Table 4.12) 

5. No significant difference (F = 1.119, p = 0.377 > 0.05) was found between the 
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organizational environment in the old and newly established universities in 

Punjab. (table 4.13) 

6. There was existed no significant relationship (r = 0.34, p = 0.15 > 0.05) was 

found between the ‘conflict management styles’ used by the administrators 

and organizational environment in the old universities of the Punjab. (Table 

4.14). 

7. A weak relationship (r = 0.63, p< 0.05) was observed between ‘obliging style’ 

of conflict management and guidance & support factor of organizational 

environment in the old universities of the Punjab. (table 4.14)   

8.  In the newly established universities of the Punjab no significant relationship 

(r = 0.429, p = 0.067 > 0.05) was observed in the conflict management styles 

and organizational environment. (table 4.15) 

9. There is tendency of weaker positive relationship (r = 0.53, p < 0.05) between 

‘integrating styles’ of conflict management and rewards and benefits factor of 

organizational environment of newly established universities of Punjab. (table 

4.15). 

10. Similarly, a moderate positive relationship (r = 0.49, p < 0.05) was observed 

between ‘dominating style’ of conflict management used by the administrators 

of newly established universities and team work factor of organizational 

environment. (table 4.15) 

11. Likewise, a weaker positive relationship was observed between ‘avoiding 

style’ of conflict management used by the administrators of newly established 

universities and the organizational environment factors facilitations (r = 0.053, 

p < 0.05), participation & co-ordination (r = 0.51, p < 0.05) and rewards & 

benefits (r = 0.45 p < 0.05). (table 4.15) 
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12. It was observed that significant relationship (r = 0.39, p = 0.15 < 0.05) was 

found between Conflict Management Styles used by the administrators of old 

and newly established universities and organizational environment. (table 

4.16) 

13. ‘Integrating style’ of conflict management used by the administrators of the 

old and newly established was positively co related (r = 0.31, p = 0.05) with 

guidance and support. Similarly, positive significant relationship was observed 

between obliging style and team work (r = 0.45, p < 0.01), guidance and 

support (r =  0.49, p < 0.01) and facilitations (r = 0.35, p < 0.05). (table 4.16) 

14. There is negative relationship (r = - 0.34 p < 0.05) between compromising 

styles of conflict management used by the administrators of old and newly 

established universities and professional development of organizational 

environment. (table 4.16)     

Conclusions 

 Following conclusions are drawn from the findings of the study; 

1. The administrators of the public sectors universities in Punjab mostly used 

‘integrating, obliging, and dominating styles’ of conflict management and the 

corresponding organizational environment was guidance & support, 

participative & coordination, and teamwork. Thus ‘integrating, obliging and 

dominating styles’ of conflict management provide guidance & support, 

participation & coordination and team work in the universities.  As the 

integrating style is cooperative in nature, so the subordinates feel it easy to 

approach to their administrators. Moreover, the obliging style of conflict 

management also provides same kind of results. Whereas the dominating style 

is directive style and compels the subordinates to behave like a team. (1, 2) 
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2. Although the difference was not existed between the uses of conflict 

management styles in old and newly established universities but the 

administrators of newly established universities widely used ‘avoiding style’ 

of conflict management whereas the organizational environment is almost 

same. Thus the administrators of newly established universities prefer to 

refrain from the conflict like situation in their respective departments. That is 

why; the environment has no effect and mostly remains same.  (3, 4) 

3.  The use of conflict management styles’ are different in old and newly 

established universities but the organizational environment is almost same. So 

it was observed that teaching faculty gives little importance to the 

administrative styles of their administrators. (5) 

4. No relationship existed between conflict management styles and 

organizational environment in the old universities of the Punjab, only the poor 

relationship appeared between ‘obliging style’ of conflict management and 

guidance and support factor of organizational environment. Hence, the 

conflict management styles in the old universities have no relationship with 

the organizational environment except ‘obliging style’ of conflict 

management which provides guidance & support to faculty members. ( 6, 7) 

5. Similarly, no significant relationship was found between the ‘conflict 

management styles’ and ‘organizational environment’ in the newly 

established universities of the Punjab. Only a weaker positive relationship 

existed between ‘integrating styles’ of conflict management and rewards and 

benefits factor of organizational environment. Hence, in the newly established 

universities almost no relationship was existed between conflict management 

styles and organizational environment except ‘integrating style’ of conflict 
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which gives rewards & benefits to the faculty members. (8, 9) 

6. A moderate positive relationship was found between ‘dominating style’ of 

conflict management used by the administrators of newly established 

universities and team work. Thus in the newly established universities the 

‘dominating style’ of conflict management creates team work among the 

teaching faculty. (10) 

7. Moreover, a weaker positive relationship was observed between ‘avoiding 

style’ of conflict management used by the administrators of newly established 

universities and the organizational environment factors including facilitations, 

participation & co-ordination and rewards & benefits. Hence the ‘avoiding 

style’ of conflict management provides Facilitations, participation & co-

ordination and rewards & benefits to the teachers in the universities. (11) 

8. The styles of the old and newly established universities have significant 

relationship with the organizational environment in Punjab. The styles’ like 

‘integrating style’ in the old and newly established universities was positively 

co-related with guidance & support, ‘obliging style’ with the team work, 

guidance & support and facilitations. Thus the ‘integrating style’ of conflict 

management provides guidance & support to the teachers. Similarly, the 

‘obliging style’ of conflict management is helpful in promoting team work, 

guidance & support and facilitations for teachers in the universities of the 

Punjab. ( 12, 13) 

9. There existed negative relationship between ‘compromising styles’ of conflict 

management used by the administrators of old and newly established 

universities and professional development of organizational environment. 

Hence the ‘compromising style’ of conflict management creates hindrance in 
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the professional development of teachers in the universities of Punjab.  (14) 

Discussion 

 The following discussions are drawn on the basis of present research study.  

 The administrators of the universities in the province of Punjab (Pakistan) use 

‘integrating, obliging, and dominating styles’ to manage the conflict in their 

respective departments. Thus administrators of the universities mostly use cooperative 

style and seldom use assertive styles. These styles of conflict management have 

positive impact on the organizational environment factors like guidance and support, 

participation and coordination and team work. The empirical data revealed that in the 

universities of Punjab conflict management styles have played positive role in 

creating teamwork, participation and coordination and guidance and support among 

the teachers.  

 The results of the study at hand rectify the study of Chan, Huang, and Ng 

(2007), in which the researchers found that the use of ‘integrating style’ of conflict 

management creates positive subordinate’s outcomes. In the same way, the results of 

the current study are in line with the study of Morita (2003), in which she concluded 

that the ‘integrating and compromising styles’ were preferable strategies followed by 

‘dominating and avoiding styles’ among the Americans and Japanese people. These 

styles create conducive working conditions in their respective organizations. 

 Similarly, the results of the study at hand bears the results of the study of 

Kanek and Gezer (2008), in which the researcher deduced that the most commonly 

used ‘conflict management style’ among Turkish students were ‘integrating’ followed 

by ‘obliging, compromising and dominating’ respectively. The results of the present 

study sustain the study of Lee (2008), in which the researcher studied the relationship 

of conflict management and the satisfaction of the workers from 139 different 
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organizations. According to this study, the workers were more satisfied with the 

supervisors who exercised ‘integrating, compromising and obliging styles’, thus 

creating favourable working conditions. 

 Likewise, the results of the study at hand are partially supported as well as 

negated by the previous studies, e.g. the study conducted by Khanaki and Hassanzadeh 

(2010), in Iran. It was a comparative study between Iranian and Swedish students. The 

study stated that most of the Iranian engineers’ conflict management style was 

cooperative and less assertive. The styles preferred by the Iranian engineers and 

engineering students were ‘compromising, collaborating and accommodating’. On the 

other hand, in the same study the researchers found that the Swedish students are 

more assertive and less cooperative. The prevailing ‘conflict management style’ was 

collaborating followed by ‘competing avoiding, compromising and accommodating’. 

The present study also holds up the results of the study conducted by Chung 

(2009), in which the researcher concluded that the most of the managers’ use 

‘integrating, avoiding, obligating, dominating styles’ and sometimes used 

‘compromising style’. On the other side, the study partially negates the study of Ma 

(2007) a Chinese researcher who concluded in his study that Chinese preferred 

‘compromising style’ to manage the conflicts. The Chinese remove their differences, 

exchange concessions and adopt the middle way to manage the conflicts to make their 

work environment better. Moreover, the other preferred styles as mentioned by Ma 

(2007), were ‘competing and accommodating’ respectively. 

The current study reported that there is a difference between the use of conflict 

management styles in old and newly established universities but the ‘avoiding style’ 

of conflict management is frequently used by the administrators of newly established 

universities. This study again supports the results of Chung (2009), in which the 
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researcher found that most of the respondents choose ‘avoiding and obliging styles’ of 

conflict management respectively. Moreover, similar results were also presented by 

Rahim (1986) in his study showing that ‘dominating, avoiding and obligating styles’ 

are suitable to solve the day to day problems. According to Boonsathorn (2007), in 

Thailand the participants indicated a greater preference for ‘avoiding and obliging 

styles’ of conflict management than the American participants did.   

 Similarly, this study rectifies the study of Cingo¨ z-Ulu_& Lalonde (2007) in 

which the researcher found that Turkish people mostly used refraining, postponing and 

persuasion strategies to solve the conflicts. Likewise, this study also verifies the results 

of the study of Chaudhry, Sajjad & Khan (2011) in which the researchers found that 

most frequently used conflict management strategy is ‘avoiding’, followed by 

‘accommodating,  integrating, compromising and forcing’ respectively.  

 Likewise, the results of the current study are supported by the study of Su’udy 

(2009), in which the researcher described that the Indonesian likes the ‘compromising 

and integrating styles’ followed by the ‘avoiding and accommodating/obliging’. In the 

same study, the researcher found that American preferred the ‘compromising and 

integrating styles followed by the dominating and emotional’. Similarly, Copley, 

(2008) described that hospital supervisors prefer to use integrating style in resolving 

subordinates conflicts. Moreover, the present study partially negates as well as 

partially accepts some of the results of Lather, Jain & Shukla (2010) that described 

that Americans’ like to use ‘dominating style’ of conflict management and less use 

the ‘obliging and avoiding styles’ of the conflict management. The researchers 

concluded that due to individualism, democratic attitude and ready to accept the 

challenges, the Americans adopt the dominating style. This style produces positive 

results in the organizations. 
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 Likewise, in Malaysia the ‘integrating style’ is followed by compromising 

because the Malaysian dislikes the aggressive behaviour. While in Japan ‘avoiding 

style’ is preferred because of Confucian teachings. The ‘avoiding style’ of conflict 

management provides facilitations, participation and co-ordination and rewards and 

benefits to the teachers in the Universities of Punjab. The most of the studies 

described earlier, conducted throughout the world supports the results of the study at 

hand that administrators like to refrain from the conflict like situation. This tendency 

is mostly observed in the newly established universities. It is clear that in the newly 

established universities administrators are less experienced and at the early stages of 

their career. They want to remain away from the conflict like situation. Hence they 

use ‘avoiding Style’. Moreover, most of the time the senior faculty members are 

involved in conflict-like situation. So the administrators keep aloof themselves from 

the situations. This trend is not being used only in Pakistan but also in different part of 

the world.  

 The ‘avoiding style’ has its impact on the organizational environment. It is 

also observed in the present study that ‘avoiding style’ provides facilitations, 

participation and co-ordination and rewards and benefits to the teachers. It is 

empirically approved by the data of this study that using ‘avoiding style’ the 

administrators try to show the neutral attitude and to maintain positive relations with 

the subordinates. They provide maximum facilities to the subordinates, gives rewards 

and benefits and encourage participation and coordination among their workers. 

Hence the administrators who use ‘avoiding style’ personally oblige the subordinates 

by giving them rewards and benefits and different kinds of facilities. It also creates a 

situation in which coordination among the faculty members is increased 

 The results of the current study show that the administrators of old and newly 
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established universities use different ‘styles of conflict management’ but the 

organizational environment is almost same. The study shows that the teachers of the 

universities give little or no importance to the directions of their administrators. 

Moreover, the administrators in both type of universities frequently use ‘avoiding 

style’ so the organizational environment remains same every where in the universities. 

On the other side, Gross & Guerrero, (2000) stated that the ‘avoiding style’ is 

ineffective and inappropriate.  

  The results of the study show that in newly established universities 

‘Iintegrating style’ give rewards and benefits to the teachers, supports the study of 

Kapusuzoglu (2010) which revealed that the vast majority of students have accepted 

to help their friends as a humanistic mission. This understanding has reflected the idea 

of constructive shape. Students have acknowledged that peer mediation application 

‘collaborating style / integrating style’ has positive impact on their academic success. 

Moreover, Nazlı (2003), reported that most of the students like peer mediation.  

 The result of the study i.e. the ‘obliging style’ of conflict management 

provides Guidance and Support to the faculty members rectifies the results of 

previous studies. According to Ozkalp, Sungur & Ozdemir (2009), “obliging style of 

conflict may enhance harmony and social desirability, but diminish the potential of 

creativity and innovation” (p. 13). Similarly, Rahim (2002) described that ‘obliging 

style’ is used to decrease the differences and using the common ideas. Moreover, 

Britta, Brassard, and Rothschild (2006) stated that “Teachers who employ the 

‘obliging style’, attempt to maintain harmony by acquiescing to the students’ needs” 

(p. 11). The studies show that ‘obliging style’ is used to create mental harmony and to 

boost up the weaker position of the employees to give them new lines and directions. 

Thus, this style provides guidance and support to the faculty members, and create 
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sense of teamwork among them. 

 The results of the present study reveal that in the newly established 

universities ‘dominating style’ of conflict management creates teamwork among the 

faculty members of the Universities of the Punjab. According to Kinicki and Kreitner 

(2008), ‘dominating Style’ is used when subordinates have no expertise in making 

technical decisions. Thus, in the newly established universities most of the faculty 

members are newly inducted. They have lack of experiences to settle the interpersonal 

or intrapersonal conflicts. The dominating behaviour of the manager keep them united 

and they work like a team. 

 The results of the current study indicate that ‘compromising style’ creates 

hindrance in the professional development of faculty members. Again the current 

study negates the study of Ma (2007) a Chinese researcher who concluded that 

Chinese people preferred ‘compromising style’ to manage the conflicts. While the the 

study at hand indicates that use of ‘compromising style’ is not suitable in the 

universities of Punjab because it stops the professional development of the faculty 

members.   

 According to Rahim (2002) ‘compromising style’ is give and take situation 

from the both parties engage in conflict like situation. The workers have no curiosity 

to learn something new.  So this mutual situation creates hindrance in the creativity 

and novel situation in the departments. The faculties members become relax and take 

every thing easy. In this way, ‘compromising style’ becomes hurdle in the 

professional development of the faculty members.   

 In a nutshell, the present study has been supported by many other studies 

which have discussed earlier. The results of the study shows that ‘integrating style’ of 

conflict management  has strong effect the different factors of organizational 
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environment in both type of universities, viz. newly and old established universities of 

Punjab. Moreover, in both type universities of Punjab ‘avoiding style’ of conflict 

management is widely used by the administrators. Obviously, it is refraining strategy 

to keep himself away from the conflicting situation. But in the current study shows 

that due to the frequent use of this style the organizational environment remains same 

in all the universities of Punjab. 

 In the present study it is approved that ‘dominating style’ of conflict 

management creates teamwork and ‘obliging style’ provide guidance and support to 

the faculty members in universities of Punjab. Hence all the styles have positive 

effects on organizational environment one way or the other. Only ‘compromising 

style’ has negative impacts which hinder the professional development of the 

teachers.    

Recommendations 

 Following suggestions are recommended by the researcher: 

1. The population and sample of the studies in future may be enhanced to 

authenticate and generalise the results. 

2. The administrators in the new universities of Punjab frequently used ‘avoiding 

style’. The real causes of the use of ‘avoiding style’ may be explored through 

the future researches. 

3. The usage of same type of conflict management styles in both type of 

universities indicted that no new strategies are being used in the newly 

established universities. More researches are needed to chalk out new styles to 

replace the existing styles in new universities.    . 

4. The ‘compromising style’ of conflict management which hinders the 

professional development of the teachers may be replaced by the other styles 
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like negotiation, integrating and obliging to enhance the professional 

development of the teachers.  

5. Although ‘integrating and obliging styles’ are being used by the administrators 

in the universities but more empirical evidences are needed to enhance the 

utilisation of these styles to manage the conflicts for better working 

conditions. 

6. The conflict management styles tool may be developed by the researchers 

themselves to minimise the factors of language, religious, race and cultural 

differences. 

7. To investigate the organizational environment comprehensively with reference 

to both external and internal element the existing tool may be modified and 

expanded. 

8.  The area of the research may be expanded to the other educational 

organizations level, like college and school level. 

9. The relationship between ‘conflict management styles’ and other variables like 

job satisfaction, organizational performance, and subordinates behaviour etc. 

may also be explored in future. 

10.  The researcher may determine the best conflict management style for the 

conducive working environment. 

11. The area of conflict management has been neglected by the researchers in the 

past in local scenario. This research has opened the gate for new researches in 

the field of conflict management. The future researchers can get the guideline 

from this study.  
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Suggestions for Further Research 

 Following suggestions are crafted for the future researches drawn from the 

conclusion and discussions. 

1. The replication of the study may be conducted relatively from the larger 

sample size to verify the results. 

2. The study at hand was conducted to compare the ‘conflict management style’ 

and ‘organizational environment’ between newly and old established 

universities. The same research study may be conducted between public and 

private universities. 

3. The current study was only quantitative in nature. In future both qualitative 

and quantitative approaches, i. e. interviews, faculty meeting observation and 

questionnaires may be used. 

4. For cross validation of research tool i.e. (CMSI) and (OES) the large sample 

size may be utilised in Pakistani context. 

5. This research study may be conducted in other areas like banking, business 

organizations, and other public sectors organizations. 
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Appendix - D 

Questionnaire for Measuring the Conflict Management 
Styles Used by Heads at University Level 

 
 

Respected Sir/Madam, 

I hope that you will be quite well. For the completion of my PhD thesis from 

IER University of the Punjab Lahore I am undertaking a research study entitled, 

“The Comparative Study of Conflict Management Styles and Organizational 

Environment at University Level” 

 For this purpose your valuable opinion is needed. Please indicate your 

response by (√) mark in the appropriate box. Be sure that the information provided by 

you will be kept confidential and will be used only for research purposes. I shall be 

very thankful to you. 

With regards 

 

Muhammad Tahir Khan Farooqi 

PhD Scholar (IER)  
University of the Punjab  
Lahore 
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Questionnaire for Piloting 
 
 

Name (optional) _________________________________________ Gender:  M / F 

University: ________________________________ Department: ____________________ 

Designation: _______________________________ Qualification: ___________________ 

Teaching Experience: ________________________ Administrative Exp.:______________ 

 
(Strongly agree: SA), (Agree: A), (Undecided: Und), (Disagree: DA),   

(Strongly Disagree: SDA) 

Note: Please tick (√) the relevant box to describe your views about the following statements. 
 
Sr. 
# 

Statement SA A Und DA SDA

1 I need to attain excellent results and can not be 
limited by others. 

     

2 I am always willing to listen to other’s opinions, 
but I also want to give them my own.  

     

3 I often make slight modifications in my goals to 
meet other people's needs. 

     

4 If people don't respect my opinion, I keep it to 
myself. 

     

5 When someone else thinks they have a good idea 
I cooperate and help them. 

     

6 When conflicts arise, I usually stand on my 
principles. 

     

7 I am always willing to consider other people's 
opinions, but I make my own decisions. 

     

8 When a conflict arises, I am usually willing to 
adjust my priorities to reach a resolution.

     

9 When a conflict occurs, I tend to back out of the 
situation and do something else. 

     

10 I don't like to rock the boat, so I cooperate with 
others and accept instructions easily. 

     

11 When pursuing my priorities, I am usually firm 
and not swayed by others. 

     

12 During conflict, I immediately work to get 
everyone's concerns out in the open  

     

13 During a conflict, I try to find some compromise.      

14 Differences of opinion are not always worth 
worrying about, so I usually avoid them. 

     

15 I like to ask others for their opinions and try to 
find ways to cooperate. 
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Sr. 
# 

Statement SA A Und DA SDA

16 Once I have taken a position, I don't like to have 
others try to talk me out of it. 

     

17 When there is a conflict, I make a point of 
presenting my view, and I invite others to do the 
same. 

     

18 When viewpoints are opposed, I generally 
propose a middle ground. 

     

19 I try to avoid people who have strong opinions.      

20 I think it is more important to get along than to 
win an argument 

     

21 After I have made a decision, I defend it strongly.      

22 I am a decision maker, but I make a point of 
listening to others to find the best solution 
possible 

     

23 I like to meet other people halfway.      

24 I often keep to myself, because most things are 
not worth arguing about. 

     

25 I try to adjust my priorities to accommodate other 
people's needs 
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Appendix - E 

Questionnaire for Measuring the Conflict Management 
Styles Used by Heads at University level 

 

Respected Sir/Madam, 

I hope that you will be quite well. For the completion of my PhD thesis from 

IER University of the Punjab Lahore I am undertaking a research study entitled,  

“The Comparative Study of Conflict Management Styles and Organizational 

Environment at University Level” 

 For this purpose your valuable opinion is needed. Please indicate your 

response by (√) mark in the appropriate box. Be sure that the information provided by 

you will be kept confidential and will be used only for research purposes. I shall be 

very thankful to you. 

With regards 

 

Muhammad Tahir Khan Farooqi 

PhD Scholar (IER)  
University of the Punjab  
Lahore 
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Final Administered Questionnaire 
 

Name (optional) _________________________________________ Gender:  M / F 

University: ________________________________ Department: ____________________ 

Designation: _______________________________ Qualification: ___________________ 

Teaching Experience: ________________________ Administrative Exp.:______________ 
 
(Strongly agree: SA), (Agree: A), (Undecided: Und), (Disagree: DA),   

(Strongly Disagree: SDA) 

Note: Please tick (√) the relevant box to describe your views about the following statements. 

 
Sr. # Statement SA A Und DA SDA 

1 I need to attain excellent results and can not be limited by others.      

2 I am always willing to listen to other’s opinions, but I also want 
to give them my own.  

     

3 If people do not respect my opinion, I keep it to myself.      

4 When conflicts arise, I usually stand on my principles.      

5 I am willing to consider other people' opinions but I make my 
own decisions. 

     

6 When a conflict arises I am usually willing to adjust my priorities 
to reach resolution. 

     

7 I do not like to rock the boat, so I cooperate with others and 
accept instructions easily. 

     

8 When pursuing my priorities, I am usually firm and not swayed 
by others. 

     

9 During conflict, I Immediately work to get every one's concern's 
out in the open. 

     

10 During a conflict, I try to find some compromise.      

11 Differences of opinion are not always worth worrying about, so I 
usually avoid them. 

     

12 I like to ask others for their opinion and try to find ways to 
cooperate. 

     

13 When there is a conflict, I make a point of presenting my view 
and invite other to do the same. 

     

14 When viewpoints are opposed, I generally propose a middle 
ground. 

     

15 I try to avoid people who have strong opinions.      

16 I prefer intuitive decision making instead of participative.      

17 After I have made a decision, I defend it strongly.      

18 I am a decision maker, but make a point of listening to others to 
find the best solution possible 

     

19 I like to meet other people halfway      

20 I try to adjust my priorities to accommodate other people's needs      
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Appendix - F 

Questionnaire for Measuring Organizational Environment 
prevailed in University Departments 

 
 

Respected Sir/Madam, 

I hope that you will be quite well. For the completion of my PhD thesis from 

IER University of the Punjab Lahore I am undertaking a research study entitled,  

“The Comparative Study of Conflict Management Styles and Organizational 

Environment at University Level” 

For this purpose your valuable opinion is needed. Please indicate your 

response by (√) mark in the appropriate box. Be sure that the information provided by 

you will be kept confidential and will be used only for research purposes. I shall be 

very thankful to you. 

With regards 

 

Muhammad Tahir Khan Farooqi 

PhD Scholar (IER)  
University of the Punjab  
Lahore 
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Questionnaire of OES 
 

Name (optional) _________________________________________ Gender:  M / F 

University: ________________________________ Department: ____________________ 

Designation: _______________________________ Qualification: ___________________ 

Teaching Experience: ________________________ Administrative Exp.:______________ 
 
(Strongly agree: SA), (Agree: A), (Undecided: Und), (Disagree: DA), (Strongly Disagree: SDA) 

Note: Please tick (√) the relevant box to describe your views about the following statements. 
Sr. # Statement SA A Und DA SDA 

1 The working environment is conducive in my department.      

2 Enough opportunities are provided for professional development.      

3 I am encouraged to deliver my best.      

4 My department head gives me useful feed back about my job 
performance. 

     

5 My immediate boss encourages me to make important decisions.      

6 My immediate boss trusts me in academic affairs.      

7 Team work is appreciated in my department.      

8 My department head directs me authoritatively.      

9 I like to socialize with my colleagues in the department.      

10 Head of department takes decisions democratically.      

11 In my department work load is distributed according to the interest of 
teachers. 

     

12 Timetable is developed with the consultation of teachers in my 
department. 

     

13 Essential information flows effectively from immediate boss to staff.      

14 My immediate boss listen each party at the time of conflict.      

15 I find it hard to keep up with my work load.      

16 Team work is the symbol of my faculty.      

17 My boss motivates and appreciates me for good work.      

18 I have the authority to organize my work as I want.      

19 Staff meetings are scheduled regularly in my department.      

20 I can express my ideas freely.      

21 My department head is available for emergency meetings.      

22 My colleagues behave with me amicably.      

23 My department takes care of my health and well beings.      
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Sr. # Statement SA A Und DA SDA 

24 The senior behave the juniors with honour and dignity.      

25 In my department subordinates are encouraged to use their own 
professional judgment in case of emergency. 

     

26 I am provided with the opportunity to get the training, needed in 
work related activities. 

     

27 My chairman is compassionate with the subordinates.      

28 My colleagues consult with each other when they need support.      

29 I am satisfied with my pension benefits.      

30 There is pay equity in my institute.      

31 My immediate boss assigns work fairly.      

32 My department encourages employees to “think out side the box.”      

33 My department has enough sources to enable me to work up to 
optimum level of my abilities.  

     

34 I am well aware of policy making process at my department.      

35 I am satisfied with the developmental opportunities at my 
department.  

     

36 I have been empowered.      

37 My salary package is according to my skills and abilities.      

38 Rewards are associated with higher performance in my institute.      
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Appendix – G 

Questionnaire (OES) Validating Experts 

 
1. Prof. Dr. Mahr Muhammad Saeed Akhtar Professor of Education Institute of 

Education and Research University of the Punjab Lahore. 

2. Dr. Khalid Saleem Assistant Professor division of education university of 

education Lahore  

3. Shehzad Aziz lecturer management sciences University of Education Lahore 

4. Hafiza Hafsa Nayab lecturer management sciences University of Education 

Lahore  
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Appendix - H 

Name of the Selected Universities 

1. The Islamia University of Bahawalpur. 

2. Government College University Faisalabad. 

3. University of the Punjab 

4. University of Sargodha 

List of randomly selected ten similar departments  
from each University 

 
 

1. Arabic 

2. Botany 

3. Business Administration 

4. Chemistry 

5. Economics 

6. Education 

7. English 

8. Mathematics 

9. Physics 

10. Statistics 

 


