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ABSTRACT 
 
Background: Conflict in organizations is ever present and yet rarely understood. At universities, academic staffs 
deal with conflicts in a daily basis. The choice of a style in managing a conflict situation can be affected by the type 
of gender and though female or male academics might choose to apply different style(s). Although there was a 
dearth of studies carried out on the management of interpersonal conflict from various aspects, but no similar study 
was found that belongs to the Libyan context. This might contribute to the empirical support of the existence of 
gender differences in conflict manifestation at workplaces which can enhance our understanding of conflict 
management styles as they differed among males and females.   
Purpose: First, to identify the most and least dominant conflict management styles of respondents and to test the 
hypothesis which anticipated that there would be significant differences between them based on their gender and 
that male academics would be more competing than female academics as handling their interpersonal conflicts. 
Second, to explore other aspects related to the prevalence of this issue such as; its underlying causes, level of its 
occurrence, and the level of management effectiveness as perceived by respondents. The study involved 78 
academics of Sirte University in Libya. Thomas-Killmann Conflict Mode Instrument was used to identify the 
respondents’ styles of conflict management.  
Findings: The study observed that the academic staff practiced all the five styles but in varying levels. In sum, 
collaborating was the most dominant style followed by competing. Avoiding was the least dominant style followed 
by compromising. Male academics were mostly competing while female academics were mostly collaborating. The 
only significant difference between the practiced styles based on the gender variable was observed on competing 
and compromising styles.  
KEYWORDS:  conflict management styles, interpersonal conflicts, gender, academic staff, Libya.  

 
INTRODUCTION 

 
Conflict, as a human behavior, is inherent to all social life [44] including working communities though, it is 

considered as natural, [6] , [15], [20] inevitable, [35], [34], [16]and immense [22] workplace phenomenon that 
happens frequently between any working individuals. Consequently, handling conflict is a daily occurrence for all of 
us [17] to the extent that it is not something to underestimate [12] or to be ignored. [39]  

Furthermore, working in modern contexts caused organizations to become more and more dependent on 
teamwork as a central unit of work and moved them gradually towards teamwork principle. This shift to the 
collaborative team-based structures can lead to substantially higher degrees of organizational conflict. [44], [5] As a 
result, conflicts became an integral part of the fabric of a postmodern society that is increasingly litigious, 
competitive, complex and alienating. [8] To explain that, conflict among working teams can be seen as a normative 
expression of human diversity [22] because they consist of individuals who might have difficulty in being 
compatible with those they work with. Since it interferes with group process, argued Garcia (2013) [20], group 
members may become unwilling to work with members of the group. For example, in a famous study that was 
conducted by CPP Global Human Capital Report in 2008 [10], it was found that conflict reduces cooperation and a 
sense of “team” when it is poorly handled. Two thirds of the study’s participants admitted that they have gone out of 
their way to avoid a colleague because of a disagreement at work, which is likely to create a distraction and de-
focusing of the team.  

Therefore, for a group to be effective, individual members need to be able to work in a positive conflict 
environment [29] not in an atmosphere that full of hassles and incompatibilities with others, because that will 
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inevitably lead to the destruction of work relationships among workers and thus reduces the level and quality of their 
productivity. 

For the aim of supporting organizations in maintaining a harmonized and productive working atmosphere, 
conflict in the workplace was readily researched since the 1960s [7] where many researchers tried hardly to study 
different aspects of it such as; its management styles, causes, positive and negative effects on organizations, etc. 
Since then, the number of researches on this subject was immense [43] and regarded as an important subject in 
organizational research. [34] Indeed, numerous studies have been conducted to decipher the intricacies of conflict 
and negotiation processes in both the social psychological laboratory and within work teams in organizations. [12] 

At universities, conflicts also exist as academic members are always interacting with each other and with 
others around them. Though, there would be a high level of probability for them to experience interpersonal 
conflicts over some personal or work-related issues and hence, conflicts in academic institutions prevail mainly by 
dint of the mutual differences exist between all the university’s cadres. As a result, conflict in higher education is 
inescapable [16] and is a daily occurrence [1] which led universities to became confronting with countless pushes 
and pulls from internal and external sources which influence the kind and quantity of conflicts that emerge. [16] 

The manifestation of such a workplace phenomenon, from the other hand, indicates a lack of healthy 
interpersonal relationships between team members and that sound principles are not being applied in managing the 
activities of the organization. [29] Therefore, and for purpose of curing its negative effects, it became critical to 
explore how the academic staff react to and manage their interpersonal conflicts but after taking into account, said 
Mahar, et al, (2011) [32], that the notion that human being itself is extremely unpredictable from the psychological 
façade and perplexing behavioral patterns. These patterns, according to Goodyear, (2006) [22], are considered as the 
basis for the uniqueness of human identity. This uniqueness, Goodyear, continued, becomes then the basis for 
expression and behavior that emphasize individual separateness. In consequence, such personal differences can 
make working individuals tend to adopt different methods or styles to manage such an issue in a way that enhances 
their ability of reaching their goals and satisfying their needs. One major step for our study though is to determine 
the most and least styles that applied by the Libyan academic staff for managing their interpersonal conflicts. 

For that sense, it was necessary to investigate the different variables that may affect the sort of reaction and 
style of management. Amongst the major variables that might affect an individual decision to select a particular 
style for handling a conflict situation is the gender variable which has been known as an important variable that 
influences conflict management styles [1] that when addressed reflects the effect of gender-role of that particular 
individual. [3] Accordingly, and in order to develop a thorough understanding of interpersonal conflict in 
workplaces, the majority of previous research explored sex differences in relation to conflict management in 
organizations. (Brusko, 2010) [7] But, referring to Brusko, again, up to date, this body of research is filled with 
several inconsistencies. For instance, although many authors (e. g., Çetin, and Hacıfazlıoğlu, 2004 [9]; Brahnam, 
et al, 2005 [6];Vokić, and Sontor, 2010 43]; Brusko, 2010 [7]; Mahar, et al, 2011[32]; Adebile, and Ojo, 2012 [1], 
Altmäe, et al, 2013 [4]) observed meaningful differences between the two genders  in which it was obviously 
determined that male and female employees applied different styles to manage conflict but, contrary to these 
findings, other scholars (e. g., Korabik, et al, 1993 [31], Farooqi, et al, 2013 [15], Salleh, & Safarali, 2013 [38], 
Odetunde, 2013 [34]) where unable to find major differences between males and females respondents in relation to 
their use of conflict management styles. Further, among those studies where the gender differences were found, 
there were no significant variances between the male and female selected styles to the extent that researchers 
themselves described them as insignificant differences. Thus, it seems necessary to re-explore once more if these 
differences actually exist between male and female employees in the way they handle their interpersonal conflicts. 
Finally, and in order to have a clearer image about the issue, there is a calling need to explore the underlying causes 
behind the occurrence of these conflicts from the perspectives of the study respondents which is the first necessary 
step for managers intend to effectively manage such a work-related phenomenon. In regard to all of that, the 
researcher will seek to reinvestigate all these factors again particularly if we know that the surrounding cultural 
environment of the study sample is relatively different from those of the previous ones.  
 

LITERATUR REVIEW 
 

Conflict Definition: 
The term ‘conflict’ might be interpreted or understood in variant ways and though defined diversely. Various 

definitions have given to the term from various disciplines such as psychology, behavioral sciences, sociology, 
communication and anthropology. [39] For instance, Swanström, and Weissmann, (2005) [40] suggested that 
conflicts should not be defined simply in terms of violence (behavior) or hostility (attitudes), but also include 
incompatibility or differences in issue position.  Dix, et al, (2008) [13] saw conflict as a discontent that aroused from 
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a perceived clash of interests. Henry, (2009) [27] from his side, regarded it as a dispute that occurs when interests, 
goals or values of different individuals or groups are incompatible with each other while Fatile, and Adejuwon, 
(2011) [16] argued that conflict is what occurs when two or more parties have divergent interests over distribution of 
resources and/or issues touching on their development. Lately, Garcia, (2013) [20] believed that it should be defined 
as a disagreement, a battle or to be at odds. Much of this confusion, according to Rahim, (2001) [35], was created by 
scholars in different disciplines who are interested in studying conflict and though, explained Suppiah, and Rose, 
(2006) [39], there was no one comprehensive definition of conflict as it depended on which perspective one is 
looking from.  

In spite of that, the review of literature can provide us with different perspectives of the topic based on which 
we can presume that conflict is a sort of incompatibility between two or more parties involved in the situation of 
conflict. These incompatibilities stem from different causes and can be divided as follows:  

 
i) Incompatibility in interests and concerns: looking to the subject from this side, conflict might be considered 

it as a disagreement with regard to interests or ideas and as a process in which one party perceives that its interests 
are being opposed or negatively affected by another party. [44] Similarly, Robbins, (1998) [37] viewed conflict as a 
process that begins when one party perceives that the other party has negatively affected, or is about to negatively 
affects, something that they care about.  

ii) Incompatibility in goals and values: From this angle, conflict is viewed as an interaction of interdependent 
people who perceive an opposition of goals, aims and values, and who see the other party as potentially interfering 
with the realization of these goals. [11], [19] 

iii) Incompatibility in interaction: workplaces are consisted of different employees who came from different 
backgrounds and have to deal with each other continuously. Referring to Fatile, and Adejuwon, (2011) [16], conflict 
results from human interaction in the context of incompatible ends and where one’s ability to satisfy needs or ends 
depends on the choices, decisions and behavior of others. Due to this necessary interaction, things do not always 
turn the way people want it to be [20] and conflict become prevalent to the extent that it become sustaining in human 
interaction, communication and decision making. [22] Based on this assumption, conflict is considered as an 
interactive process manifested in incompatibility, disagreement, or dissonance within or between social entities. 
[37], [35], [30]  

iv) Incompatibility in relationships: when a group of organization members could not find a ground of 
cooperation between them, then, personal disagreements surface and conflicts occur. In a study that was performed by 
Fatile, and Adejuwon, (2011) [16], it was found that the independency of individuals is a major reason behind conflict 
inevitability. In addition, relationship conflicts revolve around socio-emotional and relationship issues [5] and can be 
reflected in unlimited negative feelings that can make individuals respond aggressively to others’ behaviors and 
actions. In contrast, employees who obtain healthy interrelationships, these relations would act as a moderator that 
helps them to avoid or minimize conflicts even if they were caused by other reasons than relationship conflicts. 

 
Interpersonal conflicts: 

While employees interact with each other towards accomplishing their work assignments, working places 
become interactive environments consist of huge interrelationships that spread throughout the organization. In 
return, work organizations would become networks of interpersonal relationships designed to reach an objective and 
accomplish goals. (Garcia, 2013) Consequently, it is crucial for the management and everybody else to notice that 
having people working in a unity and harmony creates better company [20] because good working relationships are 
important to achieve organizational goals. [34] 

From the other side, with such quantity of interaction, there is a high probability that an employee, for 
whatever reason, might have a sort of disagreement with one or more employees over some personal or work-related 
issues that soon is developed to an interpersonal conflict situation. It’s therefore, possible to argue that conflict is 
endemic to human relationships and societies [16] and that interpersonal conflict is the most apparent form of 
conflict for workplace participants. [14] According to Rahim, (2001) [35], conflict can be examined in terms of 
personal and group orientation such as: interpersonal, intrapersonal, intergroup and intra-group conflict.  

The complexity of such a problem comes from the fact that when interpersonal conflict occurs, explained 
Iravo, (2011) [29], people are more concerned with gaining advantage over others than with task performance. As a 
result, employees’ interpersonal relationships became intense and work harmony and coordination suffer. More to it, 
when working relationships are being disrupted and the conflict has reached destructive levels, said Garcia, (2013) 
[20], it has likely become dysfunctional creating poor performance and needs to be addressed. Such negative 
outcome cannot be ignored or simply treated because damaged relationships, asserted Odetunde, (2013) [34], would 
hinder future work together initiatives. In regard to this, people must learn to maintain harmonious relationships and 
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discuss issues openly, respectfully and rationally to make their conflicts productive [20] so that organizational 
members can work with each other effectively for attaining their individual or joint goals. [38]   
 
Causes of Work Interpersonal Conflicts: 

For effective and successful management of any interpersonal conflict, the first step is to try to explore the 
main causes behind its existence. At work, there are many factors that might form the pattern(s) of conflict situations 
and make employees suffer from many negative emotions. Since these patterns are neither similar nor permanent in 
all situations thus, no doubt that managing it effectively requires digging deeply under its roots to completely 
understand its nature and find out what causes that stand behind its occurrence. Then the management or solution 
becomes much easier and efficient. Since the value of conflict can be determined by how it is managed, managers 
should know its sources and consequences so that they can find ways of managing it. [29] In accordance to that, the 
management or handling of the origin (causes) is the only effective way to ensure that conflict will not develop 
again or if it does, that it will be guided in a way that is beneficial to both the disputants and the organization. 
(Havenga & Visagie 2011) One major reason of adopting such a strategy is that there are a variety of sources of 
workplace conflict including interpersonal, organizational, change related, and external factors. [14] This necessitate 
that, for managers to be able to manage it in a proactive manner, they have to be fully informed about these causes. 
Otherwise, any action they undertake in the course of solving it would be a waste of time and efforts or it may result 
in reverse outcomes and make the situation become even worse. Furthermore, many recent studies have proven the 
vital role of determining the underlying causes of employees’ interpersonal conflicts. For instance, in the pre-
mentioned study of CPP (2008), employees were asked to identify what managers could do to address workplace 
conflict more effectively. More than 50% confirmed that managers should identify and address underlying tensions 
before things go wrong. Building on that, managers have to be aware that the management of interpersonal conflict 
involves the diagnosis of and intervention in affective and substantive conflicts at the interpersonal, intragroup, and 
intergroup levels and the styles (strategies) used to handle these conflicts. [36] Therefore, any management process 
of conflicts to deem successful, should consist of two main stages:  
 

1- The diagnostic stage: As mentioned above, the first step in dealing with this problem is to specifically 
identify the causes of conflicts and the common ground that exists between them, rather than just 
measuring their effects and symptoms because good managers work at the source of conflict [41] not on the 
minimization of its associated effects.  

2-  The intervention stage: Since it is the responsibility of managers to intervene in these problem areas to 
improve workplace conflicts and thereby improve morale and productivity [25], [24] thus, managers first 
have to define the style in which they would handle the issue, and second, the proper solution that would 
satisfy all the conflicting parties with regard to the organization’s interests. Otherwise, they may be solving 
the cause of the problem, but not the root of it (Graham, 2009) [23] which means, the author continued, that 
the issue may resurface later.  

 
A systematic review of several scholars and scientific publications provides us with a clear idea about some 

major factors that can account for patterns of interpersonal conflict. For example, Allan, et al, (2005) [3] found that 
high workload pressure, long working hours, unsupportive management, and weak employee control over work are 
the main cause of the exacerbation in work/non-work conflict. Referring to CPP’s study again [10], around half of 
respondents saw personality clashes and warring egos as the primary cause of workplace conflict while more than 
one third viewed stress and workload pressures as the key factors of conflict. Nayeri, and Negarandeh, (2009) [33] 
in their study concluded that the emerging themes of conflict were; the perceptions and reactions to conflict, the 
organizational structure, the management style, the nature and conditions of job assignment, the individual 
characteristics, and the mutual understanding and interaction.  A year after, Hotepo, et al, (2010) [28] found that the 
major causes of organization conflict are; lack of resources, different expectations, competition, and lack of 
cooperation, salary comparison, interdependence, and communication problems and interdependence while around 
30% of respondents in the study of Adebile, and Ojo, (2012) [1] were of the opinion that conflicts are caused by 
communication problem. Agwu, (2013) [2] in his results, revealed that the main sources of conflicts at work were 
related to individual perceptions and value problems. In addition, Havenga and Visagie, (2011) [26] and Vokic and 
Sontor, (2009) [42] are with the believe that conflicts mainly aroused from basic human instincts, disagreement over 
workloads or power, problems in communication, individual differences in needs, wishes, goals, values, opinions, 
preferences or behaviors, opposing views with regard to procedures and policies, or conflicting judgments and 
interpretations of facts. Based on this review, we can identify four major patterns of employees’ interpersonal 
conflicts: 
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1- Work/personal relationships: Relationship conflicts emerge when employees fail in building and 
maintaining constructive relationships with others around them. In return, they would be surrounded by the 
feeling of isolation and incompatibility with others. Based on that, in a hostile working environment, said 
Hall, (2007), relationships may be strained if an individual is forced to work in teams with members who 
do not function well in teamwork. Such conflicts are unproductive, hard to manage, and likely to leave 
people with more pressure and less ability to manage them. [18] Hence, it’s important to remember that 
conflicts start when bonding ends. [30] Indeed, a good knowledge of the personalities in their team will 
help managers be alert to potential flashpoints and personality clashes. It will also help guide them towards 
the most effective methods of resolution for each individual, based on their needs and styles. [10] 
 

2- Perception of attitudes:  An essential part of the creation of any conflict situation is how each party 
perceives the action or attitude of the counterparty and vice versa which can be a factor that can throw 
parties into a state of incompatibility in their perception of the issue at hand or issue of interest. [14], [2] the 
state of conflict though, is based on perceptions, rather than on attitudes or behavior as it has generally been 
defined. (Swanström, & Weissmann, 2005) [40] When discussing the concept of conflict, the authors 
added, perception should be included as a central concept since the conflicts and the opponent’s intentions 
often are defined according to subjective perceptions.  
 

3- Systems of values and beliefs: Since employees come from different cultures and backgrounds, their 
belief systems and sets of values cold be relatively different. Wilmont, and Hocker, (2011) [45], in their 
definition of conflict, affirmed that it is a struggle between two or more interdependent individuals over 
perceived incompatible differences in beliefs, values, and goals. The issue here is that values and beliefs are 
core and essential in determining the method of thinking and making decisions and opinions about 
everything which, in consequence, results in conflict among the staff.  
 

4- Goals and priorities: It is another common denominator behind interpersonal conflicts which exists when 
one person believes another is interfering with his/her goals [21] and though these goals are threatened or 
hindered by the activities of another person. [2], [20] It is a situation that occurs when individuals who 
work together adopt goals that are incompatible. Unshared goals make team members unable to find a 
common motive that drives them in the same direction.  Instead, they would be fighting about the 
prioritization of each goal and though conflict within this group would be inevitable. This results into a 
situation whereby they frustrate each other in an attempt to achieve their objectives. [28] 

 
METHODOLOGY 

 
Aim: The principle aim of the study is to map up the patterns of the university’s academics’ choice of 

interpersonal conflict management styles through determining their most and their least dominant style(s) of conflict 
management and to explore if there are differences between academics’ choices of conflict management style based 
on their gender. Also, the study is aimed at defining the underlying causes of academics’ interpersonal conflicts as 
well as exploring their perspectives about superiors’ level of effectiveness in managing such an organizational 
dilemma. Finally, the researcher and by investigating such an issue, it’s considered as a part of his aim to develop 
new ideas that could be used for future studies.  
 
Problem Statement:           
1- What are the most and least dominant conflict management styles used by the academic staff of Sirte University? 
2- In the light of the gender variable, are there significant differences between male and female academics in the 
way they manage their interpersonal conflicts? 
 Related sub-questions which are aimed to be answered in this study are as follows:  

A- Are there meaningful differences among the two gender groups of academics in terms of their perspectives 
about the identity of the counterparty in the conflict situation? 

B- Are there meaningful differences among the two gender groups of academics in terms of their perspectives 
about the effectiveness level of their management in managing these conflicts? 

C- Are there meaningful differences among the two gender groups of academics in terms of their perspectives 
about the underlying causes of their interpersonal conflicts? 

Scope: A group of academics (N=78) who work at the public university of Sirte during the academic year of 2012-
2013 constituted the scope of this study. 
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Procedure: The Participation in the study was voluntary. With the assistance of some academic colleagues, 
questionnaires were personally distributed to participants by visiting them in their offices. A period of ten days was 
allowed for completing the questionnaires. Each copy included a cover letter informing participants not to mention 
their names or departments. 108 copies were distributed and around 83 copies were returned among which, only 78 
copies were properly answered.  
 
Ethical approval: Participants were informed that all data would be treated as confidential and only the researchers 
would have access to the data collected.  
 
Objectives  
1) To explore the most and least styles Libyan academics apply when managing their interpersonal conflicts.  
2) To explore if differences exist between male and female academics in the way they handle their interpersonal 
conflicts.  
3) To explore the underlying causes of the occurrence of interpersonal conflicts as perceived by the study’s 
respondents. 
 
Hypotheses: 

H1- There would be considerable differences between Libyan academics in university of Sirte in the way they 
manage their interpersonal conflicts on the basis of gender.  

H2- As raised in a masculine society, Libyan male academics would intend to act more competitively than 
female academics when managing their interpersonal conflicts.  

Sample: Sample group was chosen randomly from the academic staff of Sirte University. The participation 
was voluntary and participants were (N= 78) with a response rate of 73.48%. Characteristics of the sample are 
detailed in (Table1).  
Instruments: A two-part questionnaire was used for data collection on the basis of the literature survey. The first 
was designed to identify a) the gender of participants as a dependent variable of the study, b) the counterparty with 
which the participant usually has interpersonal conflicts [superiors, colleagues, university and faculty administrators, 
and students], c) the frequency of encountering the situation of interpersonal conflicts [always, usually, sometimes, 
and never] and d) the root causes behind the occurrence of interpersonal conflicts as perceived by the academic staff 
of the university (Uncooperative relationships, personality differences, lack of team cohesiveness, lack of 
communication, lack of transparency, and openness, incompatibility of goals, negative attitudes, lack of 
interpersonal skills) and e) the effectiveness level of the management as perceived by respondents (very effective, 
effective, relatively effective, not effective). This questionnaire was pre-tested to improve its validity and relevance 
to the objectives of the study. It also scrutinized for errors and omissions, ambiguity, legibility and relevance. The 
questionnaires’ content, structure and sequence were appropriately amended to remove any ambiguities and to 
enhance content validity. 
The second was Thomas-Kilmann Conflict Mode Instrument, a well-known tool that was adopted to assess the 
respondent’s style of managing conflict. Assertiveness and cooperation are two key parameters that are used to 
assess people’s preference for how to deal with conflict, resulting in five distinguishable modes: avoiding, 
compromising, accommodating, competing and collaborating.  It consists of 30 pairs of forced choice statements 
requiring participants to identify the one they consider most characteristic of their behavior in times of interpersonal 
conflict.  

RESULT ANALYSIS 
 

Our study was sought first to identify the most used conflict management style(s) among the selected 
university academics and second, to explore if there is any effect of the gender variable on the academics decision of 
selecting these styles.  

The obtained data from the first questionnaire was analyzed by using frequency counts and percentages while 
those data that related to the determination of the conflict management style and its correlation to gender was 
statically analyzed by using the Statistical Package for Social Sciences (SPSS), (version 18.0 for Windows). The 
analysis included a summary of measures such as means of conflict styles, gender, and standard deviation.  
 
FIRST PART: General Findings 

A- Participants: 
The total population of the sample (N=78), (Table 1) consisted of 53.84% males and 46.15% females.  
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Table 1: Sample Distribution with Respect to Gender 
GENDER FREQUENCY PERCENTAGE 

Female 36 46.15 % 
Male 42 53.84 % 

TOTAL 78 100.00 % 
 

B- Frequency of conflict occurrence:  
In relation to the frequency of encountering with interpersonal conflicts, there were considerable differences 
between the two genders. (Table 2) indicated that male academics were encountering with conflict situations more 
than female academics. For males, 9% said always, and 44% said usually while for females, only 2% said always, 
and 26% said usually.  

Table 2: The frequency level of encountering interpersonal conflicts: 
FREQUENCY  MALE  FEMALE  
Always  9% 2% 
Usually  44%  26% 
Sometimes  47% 71% 
Never  0% 1% 

 
C- Causes of interpersonal conflicts: 
By looking at (Table 3), we can realize that there are some statistical differences between the two genders 

concerning the underlying patterns (causes) of interpersonal conflicts faced by the academic staff when interacting 
with different parties in university campus. For instance, male academics believed that personality differences are 
the most important cause of interpersonal conflicts (86%) followed by uncooperative relationships (81%) and 
incompatibility of goals (79%). Lack of communication (69%) was also major cause for the emergence of 
interpersonal conflicts. The female group from their side believed that incompatibility of goals (78%) is the major 
cause of interpersonal conflicts they face within the campus followed by lack of cohesiveness (69%), personality 
differences (67%), and lack of interpersonal skills (64%).The answers of (Yes) for each sentence of the whole 
sample were then gathered in order to figure out the major causes of all the (78) academics.  
 

Table 3: Perceived causes of interpersonal conflicts 
Causes of Conflict Male 

 N=42 
% Female  

N= 36 
% %  

N=78 
Uncooperative 
Relationships 

34 81%   19 53%   68% 

Personality 
Differences 

36 86%   24 67%   77% 

Lack of  team 
cohesiveness  

27 64%   25 69%   67% 

Lack of 
Communication 

29 69%   22 61%   65% 

Lack of transparency 
and openness  

19 45%   22 61%   53% 

Incompatibility of 
Goals 

33 79%   28 78%   78% 

Negative Attitudes  28 67%   16 44%   56% 
Lack of Interpersonal 
skills  

26 62%    23 64% 63% 

 
Referring to (Table 3), incompatibility of goals (78%) and personality differences (77%) were the most important 
causes, followed by uncooperative relationships (68%), lack of team cohesiveness (67%) and then lack of 
communication (65%).  
 

D- The counterparty in the conflict process: 
In relation to the counterparties with whom academics used to have interpersonal conflicts, results indicated that in 
sum, both groups have interpersonal conflicts with other parties as follow; 46% with colleagues, 23 % with direct 
superiors, 18 % with university and faculty administrators, and 13% with students.  
 

E- Level of management effectiveness: 
The percentages presented in (Table 4) showed that the management, as perceived by the respondents, was relatively 
effective (58%, 61%) in managing interpersonal conflicts faced by those respondents, while around 30 % of them 
saw it as ineffective at all.   
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Table 4: The effectiveness level of management in managing interpersonal conflicts 
Level of 
Management 
Effectiveness 

Opinion of 
Males  

Opinion of 
Females 

Very effective  2% 1% 
Effective  14% 7% 
Relatively effective  58% 61% 
Not effective  26% 31% 

 
SECOND PART: Gender Differences in Conflict Management Styles 
The analysis was mainly performed in order to see academics self-report on using each interpersonal conflict 
management style at the five levels and t explore the affect of gender on the academics’ adoption level to these 
styles when handling their conflicts.  
 

Table 5: Conflict Management Styles: Means & Standard Deviation 
Conflict  Management  Style MIN MAX MEAN STD 
Collaborating 4.00 13.00 9.52 1.89 
Competing 5.00 14.00 9.33 3.03 
Avoiding 3.00 12.00 5.48 1.80 
Accommodating  4.00 14.00 8.97 1.90 
Compromising 4.00 12.00 7.86 1.54 

 
Regarding (Table 5), in which the scores of the five styles of conflict management of the entire sample were 

presented, we can realize that the academic staff of Sirte University did not stick to use one particular style as 
handling interpersonal conflicts with whom they interact with. According to these scores, there were statistical 
differences in relation to the level of adoption of each style. Collaborating was found to be the most dominant style 
(mean: 9.52) of managing interpersonal conflicts among the university’s academics while avoiding was the less 
dominant style (mean: 5.48). The second most dominant style was competing (mean: 9.33) while second less 
dominant style was compromising (mean: 7.86). 

In order to explore if there is relation between the adopted five styles of conflict management in regard to the 
background of variable gender, a t-test analysis was run (Table 6) to examine the study hypotheses which anticipate 
that there are differences between the two groups in the way that they handle interpersonal conflicts with others 
around them. Results indicate that collaborating still the most preferred of female academics (mean: 10.04), but 
competing became the most preferred style for male academics (mean: 10.19). Avoiding style still equally the less 
preferred style for both groups (5.85), (5.19). From the other side, female academics excelled than male academics 
in relation to mean scores on collaborating (10.04 vs. 9.09), accommodating (9.35 vs. 8.66), and compromising 
(8.46 vs. 7.38). Male academics excelled female only on competing (10.19 vs. 8.27).  

According to this table,  only two styles (competing & compromising) showed significant differences (less than 
0.1) between the two gender groups (competing: t = -2.508, sig. = .015, level of sig. = 0.05; Compromising: t = 
2.835, sig.= .006, level of sig. = 0.05). Competing style was in the favor of male academics while compromising 
style was in the favor of female academics. In addition, (Table 6) showed that female academics have the highest 
scores as well in collaborating (10.04) and accommodating (9.35) although these scores were not significant.  
 

Table 6: Results of t-test Analysis 
Conflict  Management  Style GENDER MEAN STD t Df Sig. 
Collaborating Female 10.04 1.80 1.934 56 .058 

Male 9.09 1.89 
Competing Female 8.27 2.62 -2.508 56 .015* 

Male 10.19 3.10 
Avoiding Female 5.85 2.03 1.398 56 .168 

Male 5.19 1.55 
Accommodating Female 9.35 2.19 1.386 56 .171 

Male 8.66 1.60 
Compromising Female 8.46 1.56 2.835 56 .006* 

Male 7.38 1.36 
* The mean difference is significant at the .05 level 

 
DISCUSSION 

 
In relation to the first part of our results, it was clear that male academics were encountering with 

interpersonal conflicts at work more than female ones. Our finding here was quite different from the findings that 
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were observed by CPP (2008) that women were involved in conflict situations more than men. This can be referred 
to the fact that in the culture of the Libyan society, in which females are treated with more respect, it’s considered as 
an inappropriate behavior to argue with females and though, they would be encountered with less conflict situations 
either inside or outside work.  

For the counterparties with whom these interpersonal conflicts were usually faced, we can realized that work 
colleagues were that main party of the conflict situation for both, male and female academics. Superiors were the 
second, followed by the university and faculty administrators. Similar results were earlier mentioned by Çetin, and 
Hacıfazlıoğlu, (2004) [9] when they found that nearly half of the respondents experience conflict either with their 
colleagues or with their department heads. (11%) experience conflict with faculty administrators and (6.9%) 
experience with university administrators.  

For the causes behind the emergence of interpersonal conflicts among the study respondents, incompatibility 
of goals was seen by both genders as the main cause followed by personality differences, uncooperative 
relationships, lack of team cohesiveness and then the issue of communication.  Similar causes were, to some extent, 
defined by other researchers (e. g., Allan, et al, 2005[3]; Hotepo, et al, 2010[28]; Adebile, & Ojo, 2012[1]). This 
result indicates that there is a major problem that affects the interpersonal relationships of the university academics 
which led to occurrence of personality conflicts among them and explains why both groups, particularly males, 
admitted that they were usually encountered by interpersonal conflicts with others around them.  

The feeling manifested among the academic staff that there is a considerable problem of interpersonal 
conflicts, explains to some extent the other findings which indicated the level of management effectiveness in 
managing such an issue. Around half of respondents agreed that their superiors were relatively effective while 
around third of them saw superiors as ineffective at all in managing it. This in return, can add more complications to 
the issue because when employees believe that their managers are incapable of conducting the needed action for 
solving work problems and maintaining a healthy work environment, they would then depend on themselves for 
dealing with it which might make it bigger and much complicated.   

Regarding the second part of our results that involved surveying the affect of gender variable on the 
respondents’ selected style of managing their interpersonal conflicts, it was found that in general, male and female 
academics were not laying on one particular style in managing every conflict situation they face. In fact, they were 
using more than one style. The same result was determined also by Salleh, and Safarali, (2013) [38] in a study that 
was performed in a similar work environment in Malaysia and observed that academic administrators had varying 
levels of practice of each style. For instance, collaborating style was mostly practiced, but also competing and then 
accommodating styles were also used widely by the academics. What should be noticed here is that both genders did 
not intended to avoid facing interpersonal conflicts with others. The avoidance strategy was the less preferred one 
academic follow when encountered with this problem.   

In relation to gender differences, the identified results supported our hypothesis as there were statistical differences 
between male and female academics in the way selected to deal with their interpersonal conflicts that usually experienced 
with others within the university. More specifically, female academics were found to be mostly collaborative while male 
academics were mostly competitive. This clearly indicates, to an extent, that the gender variable has an effect on the 
decision of selecting the style by which a female or male prefer to handle a conflict situation.  

Eventhough our result was in contrary with other previous findings (e. g., Korabik, et al, 1993)[31]; Havenga, 
& Visagie, 2011 [26]; Salleh, & Safarali, 2013 [38]; Odetunde, 2013 [34]; Farooqi, et al, 2013[15]), but, it matched 
with many other international findings such as the those of Çetin, and Hacıfazlıoğlu, (2004) [9], Brahnam, et al, 
(2005) [6],Vokić, and Sontor, (2010) [43], Brusko,( 2010) [7], Mahar, et al, (2011) [32], Adebile, and Ojo, (2012) 
[1] and Altmäe, et al, (2013) [4].  Although t-test (Table 6), did not show significant differences between the two 
genders except in competing and compromising styles in which males tended to be more competing ad females 
tended to be more compromising. This table also showed that in general, female academics were more collaborating 
and accommodating than males which confirms the previous results observed before by Brahnam, et al, (2005) 
[6],Vokić, & Sontor, (2010) [43] and Altmäe, et al, (2013) [4]. But it was different from those results that were 
presented by Çetin, and Hacıfazlıoğlu, (2004) [9] who found that male academics were more accommodating than 
female ones and also against the results of Adebile, and Ojo, (2012) [1] which provided that males were using the 
bargaining and collaborating styles more than females.  

In addition, the study’s results showed that males intended to be more competitive than females which 
confirmed the findings of Vokić, & Sontor, (2010) [43] and Mahar, et al, (2011) [32]. Analogously, Brahnam, et al, 
(2005) [6] stated before that there is fairly consistent agreement in the empirical literature that men, unlike women, 
prefer to be more confrontational, aggressive, and competitive strategies which again confirm our result. But, to a 
varying degree, this was against the finding of Altmäe, et al, (2013) [4] which indicated that females were more 
competitive than males and also the finding of Brahnam, et al, (2005) [6] which revealed that males were more 
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avoiding than females. This difference can be again referred to the cultural differences between the Libyan society 
and other societies where these studies were conducted. 

 
CONCLUSION 

 
Interpersonal conflicts among universities’ academic staffs prevailed as a natural element that affects their work 

relationships and daily interactions. The principle aim of the current study was to map up the patterns of choice of Sirte 
University’s academics according to which they select a particular style to deal their interpersonal conflicts and to 
determine their most and their least dominant style(s) of conflict management. Also, to explore if there were any 
differences between academics’ choices of conflict management style in respect to their gender type. In addition, the 
study is aimed at defining the underlying causes of academics’ interpersonal conflicts as well as exploring their 
perspectives about superiors’ level of effectiveness in managing these conflicts. Finally, by investigating this issue, it 
was aimed to develop some ideas that could help in conducting further complementary studies. 

The study was divided to two major parts. Results of the first part inferred that the academic staff of Sirte 
University, particularly male academics, had a serious problem with interpersonal conflicts and that most of these of 
these conflicts were encountered colleagues, superiors, and administrative staffs. Also, the major underlying causes 
of this problem were incompatible goals, personality differences, uncooperative relationships, and lack of effective 
communications with others.  

In the second part that was related to the adopted styles of conflict management, it was clear that those 
academics did not stick to a specific style for managing all situations, indeed, they were practicing all the five 
conflict management styles but in varying degrees. However, results revealed that the collaborating and then 
competing were the most dominant styles while avoiding followed by compromising were rarely utilized by them. 
Furthermore, results indicated that, in terms of the gender effect on academics selection of these styles, the style of 
competing was the most preferred style by male academics during interpersonal conflicts while collaborating was 
apparently more preferred by female academics.  

From the preceding, we can conclude that interpersonal conflicts were, and will continue to be, a prevailing 
and an indispensible part of work interrelationships of the academic staffs at universities. More specifically, the 
study’s results revealed that the occurrence of this work phenomenon has its underlying causes that should be 
immediately addressed and treated. Another point that must be taken into consideration is that the styles that were 
adopted by academics for managing their interpersonal conflicts can were influenced by their gender type to the 
extent that female and male academics utilizes divergent styles of dealing with their interpersonal conflicts. Though, 
any action towards managing this problem should take into account the gender differences between them.  

This study though, is able to provide more insights into the theme of conflict management styles based on the 
gender variable. In some instances, our findings were, to an acceptable level, compelling and consistent with those 
of others around the globe. Even though the number of participants was limited, but the statistical figures of the 
study were described thoroughly and findings were discussed in the light of the existing management theories. 
Further, since our findings were in match with many previous studies, this can substantially support the linkages 
between them and adds more validation to these studies and in the same time, offer a background for assessing and 
managing employees’ conflicts on the basis of gender.  

Finally, despite the exploratory nature of the study, it is believed that its results can be viewed as supportive 
mean for understanding the current interaction and relations of the employees in the organizational context of 
universities. However, this can create a new horizon about human relationships in academic institutions which will 
be beneficial to manage interpersonal conflicts encountered by academic staffs.  

 
RECOMMENDATIONS  

 
To effectively deal with interpersonal conflicts encountered by the university’s academics, the researcher 

suggests that the university management should consider providing specialized training programs for its academic 
staff to modify their intergroup and intragroup behaviors and to improve their capabilities of selecting the 
appropriate mode when managing any situation of interpersonal conflict they face within the campus. 

From the other hand, although this study did not investigate superiors’ conflict management styles or how 
much they were effective in managing academics’ interpersonal conflicts but, to some extent, it does reflect all of 
that since the results clearly indicated the level to which those academics were suffering from it. In addition, 
academics’ superiors should realize that their behaviors might have a dominant role to play in the group of their 
subordinates, particularly on level of conflict prevalence among them as well as their preferences for certain styles 
of conflict handling strategies. Correspondingly, this under sources the importance of enhancing the supervisors’ 
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capabilities to better manage any interpersonal conflict manifested among the university academic staff. One way to 
do that is to prepare another training program for those superiors to first make them realize the criticality of such a 
problem and second to improve their skills and capabilities of dealing with it. A successful integration of the 
knowledge presented in this study and others into training programs would not only make the negative effect of 
academics’ interpersonal conflicts decrease, but it would also enhances the quality of their work relationships and 
consequently improves their work performance and productivity.  
 
LIMITATION AND FUTURE RESEARCH  
 

Similar to many other studies, the current study was not totally free of limitations. Three foremost limitations 
were identified. Firstly, the study sample was relatively small in size. Secondly, it was conducted within one 
academic organization and in a restricted geographical area of the country. Thirdly, some other important 
demographical data were not included in the data. Due to these limitations, it might seem hard to generalize the 
study’s findings and though there is a calling need to deal with these limitations in other future studies. Despite these 
limitations, the study’s results could provide new avenues for continuing search on the subject of conflict 
management styles within academic institutions. The following ideas are presented by the researcher as proposal for 
future research. For instance, a longitudinal survey with larger scale is deemed necessary to overcome the issue of 
small sample, and a further consideration to additional demographical variables alongside the gender on academics’ 
adoption of the five conflict styles can be more beneficial. Among these new variables there are age groupings, 
teaching experience, tenure in position, academic qualifications, type of faculty, etc.  

Subsequent research should also probe the extent to which the pre-determined causes of personal conflicts 
contribute to specific response patterns and intentions to select a particular style of conflict management. By 
focusing on this part, researchers may be able then to depict the differences between the intentions of academics and 
their actual behavior during conflict situations. Further, there is an essential need to pay more attention to explore 
the performance level of academics under the effect of interpersonal conflicts.  

Last but not least, since there was not any attempt made to discover the distinguishing influence of personality 
types on academics’ choices of conflict managing strategies, the continuing research can also concentrate on the 
dynamics of personality dealt with these choices and how these types of personalities are related to specific 
responses to interpersonal conflicts.   
 
ACKNOLEDGEMENT 
        The author declares that he has no conflicts of interest in this study.  
 

REFERENCES 
 
1- Adebile, Olukayode. A. and Ojo, Thompson. O., 2012. Management of Organizational Conflict in Nigeria 

Polytechnics: An Empirical Study of the Federal Polytechnic, Ede Osun State. International Journal of 
Management and Business Studies, 2(1): 023-033.   

2- Agwu, Mba Okechukwu, 2013. Conflict Management and Employees Performance in Julius Berger Nigeria Plc. 
Bonny Island. Journal of Human Resources Management and Labor Studies, 1(1): 34-45.  

3- Allan, Cameron, Loudoun, Rebecca and Peetz, David, 2005. Influences on Work/Non-Work Conflict. 
Proceedings of the 19th Conference of the Association of Industrial Relations Academics of Australia and New 
Zealand (AIRAANZ), February 9-11, Sydney. Australia. 

4- Altmäe, Sigrit, Türk, Kulno and Toomet, Ott-Siim, 2013. Thomas-Kilmann's Conflict Management Modes and 
their Relationship to Fiedler's Leadership Styles (Basing on Estonian Organizations). Baltic Journal of 
Management, 8(1): 45 - 65. 

5- Amason, A. C., 1996. Distinguishing the Effects of Functional and Dysfunctional Conflict on Strategic Decision 
Making: Resolving a Paradox for Top Management Teams (Electronic version). Academy of Management 
Journal, 39: 123-148.   

6- Brahnam, Sheryl D., Margavio, Thomas M., Hignite, Michael A., Barrier, Tonya B., and Chin, J. M., 2005. A 
Gender-Based Categorization for Conflict Resolution. Journal of Management Development, 13(3): 197-208. 

7- Brusko, Leah, 2010. Organized chaos: A Survey of Conflict Management Strategies, Gender Roles and Status in 
an Organizational Setting. UW-L Journal of Undergraduate Research XIII: 1-11. 

201 



El Kaseh, 2014 

8- Bryant, J., 2003.The Six Dilemmas of Collaboration. John Wiley & Sons Ltd, Chichester. In: Hendel, Tova, Fish, 
Miri and Galon, Vered, 2005. Leadership Style and Choice of Conflict Management Among Israel Nurse 
Managers in General Hospital, Journal of Management, 13: 137-146.   

9- Çetin,  Münevver Ölçüm and Hacıfazlıoğlu, Özge, 2004. Academics’ Conflict Management Styles. Doğuş 
Üniversitesi Dergisi, 5(2): 155-162.   

10- CPP Global Human Capital Report, 2008. Workplace Conflict and How Business Can Harness it to Thrive. 
[Online]: https://www.cpp.com/pdfs/CPP_Global_Human_Capital_Report_Workplace_Conflict.pdf  

11- Darling, John R. and Fogliasso, Christine E., 1999. Conflict Management across Cultural Boundaries: A Case 
Analysis from a Multinational Bank, European Business Review, 99(6): 383 - 392. 

12- De Dreu, Carsten K. W. and Beersma, Bianca, 2005. Conflict in Organizations: Beyond Effectiveness and 
Performance. European Journal of Work and Organizational Psychology, 14(2): 105-117.  

13- Dix, Gill, Forth, John and Sisson, Keith, 2008. Conflict at Work: The Pattern of Disputes in Britain Since 1980. 
ACAS Publications, 03/08.  

14- Donais, Blaine (2006). What are the sources of workplace conflict? 
http://www.mediate.com/articles/donaisB2.cfm 

15- Farooqi, Muhammad Tahir Khan, Akhtar, Mahr Muhammad Saeed, Islam, Mubin UI and Iqbal, Asif, 2013. 
Conflict Management Styles Implemented by the Administrators in the Public Sector Universities of Punjab- 
Pakistan. Scottish Journal of Arts, Social Sciences and Scientific Studies, 10(II): 28-41. 

16- Fatile, Jacob O.  and Adejuwon, Kehinde D., 2011. Conflict and Conflict Management in Tertiary Institutions: 
The Case of Nigerian Universities. European Journal of Humanities and Social Sciences, 7(1): 274-288. 

17- Fisher, R. and Ury, W., 1981. Getting to Yes: Negotiating Agreement Without Giving in. New York, Penguim 
Books. In: Sage Publications Inc. Chapter 9: Handling Conflict. [Online]: http://www.sagepub.com/upm-
data/40152_Chapter9.pdf 

18- Friedman, Raymon A., Curral, Steven C. and Tsai, James C., 2000. What Goes Around Comes Around: The 
Impact of Personal Conflict Style on Work Conflict and Stress. The International Journal of Conflict 
Management, 11(1): 32-55. 

19- Frischer, Josef, 2006. Laissez-Faire Leadership Versus Empowering Leadership in New Product Developing. 
Management and Philosophy, No. 1.  

20- Garcia, Marjorie P., 2013. Organizational Conflict and Organizational Performance. Asian Educational Research 
Association, III(1), 41-45.   

21- Geisler, Jill, 2004. What Kind Of Conflict Manager Are You? [Online]: http://www.poynter.org/how-
tos/leadership-management/what-great-bosses-know/20153/what-kind-of-conflict-manager-are-you/  

22- Goodyear, Michael, 2006. Conflict Management in Health Care Teams: A New Paradigm-Safer Care: Saving 
Costs. Department of Medicine, Dalhousie University, version 2-3.  

23- Graham, Shauna, 2009.The Effects of Different Conflict Management Styles on Job Satisfaction in Rural 
Healthcare Settings. Economics & Business Journal: Inquiries & Perspectives, 2(1): 71-85. 

24- Gray, Etta C. and Williams, James Arthur, 2012. Retail Managers: Laissez-Faire Leadership is Synonymous 
with Unsuccessful Conflict Management Styles. Open Journal of Leadership, 1(3). 

25- Hall, Aric 2007. Poor Leadership and Stress: An Application to Civil Air Patrol. [Online]:  
www.arichall.com/academic/papers/psy8711-paper.pdf 

26- Havenga, Werner and Visagie, Jan, 2011. Managing Conflict in a South African Non-Profit Organization: An 
Analysis of Conflict Generating Factors and Conflict Management Styles. Journal of International Management 
Studies, 6(1). 

27- Henry, Ongori, 2009. Organizational Conflict and its Effects on Organizational Performance. Research Journal 
of Business Management, 2(1): 16 -24.  

202 



J. Basic. Appl. Sci. Res., 4(5)191-203, 2014 

28- Hotepo, O. M., Asokere, A. S. S., Abdul-Azeez, I. A. and Ajemunigbohun, S. S. A., 2010. Empirical Study of 
the Effect of Conflict on Organizational Performance in Nigeria. Business and Economics Journal, BEJ-15: 1-9.  

29- Iravo, Mike A., 2011. Conflict Management in Kenyan Secondary Schools. KCA Journal of Business 
Management, 3(1): 48-56.    

30- Kohlrieser, George, 2007. Six Essential Skills for Managing Conflict. Perspectives for Managers No. 149, June 
2007.  

31- Korabik, Karen, Baril, Galen L. and Watson, Carol, 1993. Managers’ Conflict Management Style and 
Leadership Effectiveness: The Moderating Effects of Gender. Sex Roles, 29(5-6): 405-420.  

32- Mahar, Sanam, Maitlo, Qamaruddin, Waheed, Ajmal and Bhutto, Niaz Ahmed, 2011. Conflict Management 
Style and Gender-Role of Boss and Subordinates, 3rd edition. In the Proceedings of the 2011 SAICON 
International Conference on Management, Business Ethics and Economics (ICMBEE), December 28-29, 
Lahore-Pakistan.   

33- Nayeri, Nahid Dehghan and Negarandeh, Reza, 2009. Conflict among Iranian Hospital Nurses: A Qualitative 
Study. Human Resources for Health, 7: 7-25. 

34- Odetunde, Oladimeji Jamiu, 2013. Influence of Transformational and Transactional Leaderships, and Leaders' 
Sex on Organizational Conflict Management Behavior. Gender & Behaviour, 11(1): 5323-5335.   

35- Rahim, M. Afzalur, 2001. Managing conflict in organizations. 3rd ed. Quorum Books - Westport, Connecticut: 
Greenwood Publishing Group, Inc. 

36- Rahim, M. Afzalur, 2002. Toward a Theory of Managing Organizational Conflict. The International Journal of 
Conflict Management, 13(3): 206-235. 

37- Robbins, S. P., 1998. Organizational Behavior. New Jersey: Simon & Schuster. In: Slabbert, A. D., 2004. 
Conflict Management Styles in Traditional Organizations. The Social Science Journal, 41, 83-92. 

38- Salleh, Mohamad Johdi and Safarali, Kadamov, 2013. An Analysis of Interpersonal Conflict Management Styles 
Practiced by Academic Administrators as Islamic Higher Education Institution, Malaysia. In the Proceeding of 
the World Conference on Integration of Knowledge, WCIK. 25-26 November, 2013, Langkawi, Malaysia. 

39- Suppiah, Waitchalla R.R.V. and Rose, Raduan Che, 2006. A Competence-Based View to Conflict Management. 
American Journal of Applied Sciences, 3(7): 1905-1909. 

40- Swanström,  Niklas L.P. and Weissmann, Mikael S., 2005. Conflict, Conflict Prevention and Conflict 
Management and Beyond: A Conceptual Exploration. Concept Paper, Central Asia - Caucasus Institute Silk 
Road Studies Program.  

41- Verma, Vijay K., 1998. Conflict Management. Chapter 22, pp. 353-376, Project Management Handbook. San 
Francisco: (J. Pinto, Editor). 

42- Vokić, Nina Pološki and Sontor, Sonja, 2009. Conflict Management Styles in Croatian Enterprise: The 
Relationship Between Individual Characteristics and Conflict Handling Styles. University of Zagreb: Working 
paper series, No. 09-05. 

43- Vokić, Nina Pološki and Sontor, Sonja, 2010. The Relationship between Individual Characteristics and Conflict 
Handling Styles: The Case of Croatia. Problems and Perspectives in Management, 8(3): 56-67.  

44- Wall, James A. Jr. and Callister, Rond Roberts, 1995. Conflict and its Management. Journal of Management, 
21(3): 515-558. 

45- Wilmont, W. W., and Hocker, J., 2011. Interpersonal conflict, 8th ed. New York: McGraw-Hill.  

203 


