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Abstract 

It can be put forward that workplace friendship has impact on some organizational variables such as organizational 
commitment, job satisfaction and intentions to leave the job (Morrison, 2005, pp. 152-153). The preferences of the 
employees can also be influenced by their perceptions about workplace friendship. In this study, it was aimed to 
find out the predictive levels of employees’ workplace perceptions for their preferences about the conflict 
management styles. The research was designed as a descriptive survey model. The scales of “workplace 
friendship” and “Rahim Organizational Conflict Management” were utilized as data collection tools. The 
correlations among and predictive levels of sub-dimensions of workplace friendship scale for the conflict 
management styles were analyzed by means of multiple regression analysis. At the end of the analyses, it was 
found out that the variable of friendship prevalence is a meaningful predictor of conflict management style of 
integrating, friendship opportunity is a meaningful predictor of compromising style, and friendship prevalence and 
friendship opportunity variables together are the meaningful predictors of avoiding style. 

Keywords: workplace friendship, conflict management, conflict management styles 

1. Introduction 

Administration is to use the material sources of the organization systematically in accordance with the 
compromised targets of the organization (Amadi-Eric, 2008, p. 5). Administration constitutes the cornerstone of 
the organizational functioning. Educational organizations are also the organizations where administrational 
processes come forth. At schools, there are a lot of factors which affect the management processes. In this context, 
conflict management styles are one of the factors which influence the management procedures most. The 
awareness of the managers about the conflict management styles of the employees can be guiding elements for 
managers during the management processes.  

The conflict management styles of teachers can be shaped by different factors. One of these factors can be the 
perceptions of teachers about workplace friendship. There are two main features of workplace friendship. The first 
of them is the fact that they are relations set up on voluntary bases and the second one is that they are set up 
personal relations rather than the internals roles of the organization (Rawlins, 1992; Wright; 1978, Sias, 2006; as 
cited in Sias, Pedersen, Gallagher, & Kopaneva, 2012, p. 255). It can be asserted that the perceptions of the 
employees about the workplace friendship are one of the fundamental factors which affect the behavior styles of 
the employees during conflicts. In this context, the relationship between the perception of teachers about 
workplace friendship and their conflict management styles will be scrutinized in terms of the variables of gender, 
seniority and the school where they work. 

1.1 Conflict Management 

Conflict is defined as disagreement among areas of interest and ideas (Esquivel & Kleiner, 1997; as cited in Henry, 
2009, p. 16). The organizations are formed of employees with different backgrounds, experiences, knowledge and 
values and these differences play an important role in the interaction among the members (Năstase, 2007, p. 80). 
Conflict arises in the perceptions of the employees about the differences which occur among the areas of interest. 
Thus, when employees with different values come together to realize some goals, conflicts may arise (Rahim, 
2001, p. 1). In this point of view, conflict is an indispensible part of life (Omisore & Abiodun, 2014, p. 119). 
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Employees cannot be expected to compromise for each topic during their lifetimes.  

It can be put forward that the compulsory interaction of the employees leads to the occurrence of the conflicts in 
the organizational dimension. Corwin (1969; as cited in Chaudhry & Asif, 2005, p. 238) defines conflict as the 
tension which arise among the employees and the groups and the situation which damages the cooperation in an 
organization. Can (2005, p. 377) defines conflict as the failure in the decision making mechanism of the 
organization due to the disagreement among employees during decision making processes out of different 
alternatives. Conflict in organizations can be varied based on the differences in the structure and the functioning of 
the organizations. As a result, the factors which lead to conflicts in organizations will be summarized under a new 
title. 

1.1.1 The Factors Which Lead to Conflicts 

Organizational conflicts can arise from different factors but it can be asserted that all conflicts occur due to the 
factors which have the possibility to generate conflict (Pondy, 1967, p. 299). Conflicts can come into being in 
different phases of management processes and sometimes of the tools which are used to reach the goals (Chaudhry 
& Asif, 2005, p. 238). In this context, it can be put forward that organizational conflict is quite a complicated 
phenomenon and it can turn up as the interaction of the different factors. Yıldızoğlu (2013, pp. 11-18) categorized 
the factors which lead to conflict under four main groups: (1) Individual factors, (2) organizational factors, (3) 
factors related with the work and (4) communication problems. It can be adduced that conflicts in organizations are 
shaped by these four factors. 

The individual factors constitute the fact that employees have different values and they have different perceptions 
about the organizational goals (Brooklyn, 1975, p. 13). It can be asserted that values are components which shape 
the decisions and behaviors of the employees. The personality traits of the employees are another individual 
feature which leads to conflicts. If the employees have distinct goals, dexterities and attitudes, this may result in 
conflicts (Koçel, 2005, p. 671). Personality plays a crucial role for the occurrence of conflicts. Moreover, the 
perceptions and interpretations of the employees about the events may bring about conflicts (Genç, 2004, p. 254). 
The vales, personality traits and backgrounds of employees se them to interpret the similar or same situations and 
conditions in different ways. 

The implementations about the functioning and the structure of the organizations are two of the most significant 
reasons of organizational conflict. Organizational components such as organizational justice, rewarding system, 
workplace security, motivation tools and supervision styles might call forth conflicts in organizations (İsa, 2015, 
pp. 54-55). The perceptions of employees about organizational justice and vaguely set standards for rewarding and 
motivation can pave the way to conflicts. The size and differences in management styles of the organizations can 
also be regarded as elements leading to conflicts. The new behavior styles, areas of specialization, role statutes 
which come into being as the organizations get bigger might also cause conflicts (Ertürk, 2000, p. 228). The 
management styles of the administrators such as democratic or authoritarian may also be important reasons for 
conflict. Especially the management styles which are not embraced by the employees can induce conflict. In the 
globalizing world, especially the international organizations have employees with different cultural backgrounds. 
This might enable the organizations to adapt to flexible market conditions but in turn it can lead to conflicts. 
Multiculturalism may be encouraged in the organizations when conflicts are handled effectively and this might 
have a positive effect on organizational performance (Holt & DeVore, 2005, p. 2). The cultural differences of the 
employees can be used by the managers as the sources of productivity. 

New areas of specialization in organizations can result in conflicts in organizations. The differentiation and 
specialization in organizations increase as the organizations get larger. Conflicts might arise among the roles 
determined by the bureaucracy and the areas of specialization (Ertekin, 1993, p. 72). The obscurity about 
entitlement can also be regarded as another important impulsive force for conflicts. Entitlement means the 
determination of the general functioning and the principles, standardizing the duties and responsibilities, setting up 
clearly who, where, how and by which authorization and responsibility a duty will be carried out. In this respect, in 
institutions which have completed their institutionalization, job descriptions and analyses were definitely 
established (Karavardar, 2011, p. 162). This will eliminate obscurity about authority and decrease the conflict 
which will arise due to this obscurity.  

The features of the work itself are another element leading to conflict. Some duties in the organization necessitate 
the cooperation of the employees from different departments. This situation which entails the cooperation of the 
employees is called the interrelatedness of the duties. If one of the departments does not carry out its duty 
effectively, the other department may also face problems fulfilling its duties. This interrelatedness among the 
departments can cause conflicts among the departments (Ertürk, 2000, p. 225). The limited sources and the 
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injustice in the distribution of these sources can also be regarded as the reasons for conflict. The sharing of the 
sources among the departments of an organization might bring about conflict (Şimşek & Kıngır, 2009, p. 52). The 
fair distribution of the sources in accordance with the needs of the departments might hinder conflicts in 
organizations.  

It can be put forward that the problems encountered in communication problems are one of the fundamental 
reasons of conflicts in organizations. The factors such as the delays in the transfer of the message among the 
individuals and groups, the fact that the messages are not transferred accurately, the misunderstanding of the 
message, the obscurity of the message, the differences in the perception of the message can bring about conflicts in 
different levels of the organizations (Aydın, 1994, pp. 305-306; Koçel, 1993, p. 401; as cited in Sarpkaya, 2002, pp. 
417-418). The components such as the presence of the effective communication channels in an organization, the 
administrators’ styles of communication with the subordinates and the communication skills of the employees also 
play an important in the occurrence of conflicts in organizations. 

As a result, there can be a lot of elements which lead to conflicts in organizations. However, it can be asserted that 
the conflicts might arise from the styles of managements in organizations. It can also be put forward that the 
conflicts can be eliminated without damaging the organizational functioning if they are handled effectively, and 
even the conflicts can enrich the administration processes by enabling different opinions for the problems and 
different perceptions for the same problems. In this context, the conflict styles of teachers can play an important 
role for the conflicts to have positive effects on the schools. Therefore, the conflict management styles will be 
studied under the next title. 

1.1.2 Conflict Management Styles 

The individuals demonstrate different behavior styles during conflict processes. These behavior styles determine 
conflict management styles of the individuals. The conflict management styles are categorized under two main 
dimensions: (1) Interest in oneself and (2) interest in others (Rahim & Bonoma, 1979; Rahim, 1983; as cited in 
Tunç & Kutanis, 2013, p. 24). These two dimensions which determine the style of behaviors of the individuals 
constitute the basis for five different conflict management styles: (1) Accommodating, (2) compromising, (3) 
competing, (4) avoiding and (5) collaborating (Rahim et al., 2002, pp. 7-8). These five styles determine the styles 
of behaviors during conflict processes. 

Accommodating means enabling the two sides to be aware of the differences, finding a solution to the problem by 
setting up an environment where opinions are shared freely (Abas, 2010, p. 27). In the broadest terms, 
accommodation means establishing superior values during conflict processes and ensuring the sides to gain 
common benefits out of these values. As the needs of the both sides are met, accommodation style is regarded to be 
an effective way of solving conflicts (Pruitt & Rubin, 1986; as cited in Rognes & Schei, 2007, pp. 3-4). This drives 
the attention to the fact that meeting the needs of the both sides is very important during conflict management.  

In collaborating style, the common features, benefits and expectations are taken into consideration. Although the 
differences among the sides are admitted, they are regarded to be inferior in terms of significance. In this style, the 
interests of the individuals are for the others, not for themselves. The common features are brought in the 
foreground while the differences are kept background and the needs of the opposite side are tried to be met 
(Yıldızoğlu & Burgaz, 2014, p. 297). Collaborating is regarded to be as s style in which a common point is tried to 
be found out without taking the differences into account.  

In competing or dominating style, the individual is interested in himself rather than the other side (Rahim & 
Magner, 1995; as cited in Chan, Huang, & Ng, 2007, p. 4). This style requires forcing the other side for making 
concessions by using the status quo or other kinds of powers and because of this, it is called forcing style 
(Kaimenyi, 2014, p. 57). It can be asserted that forcing style is not an effective style as it takes the interests of only 
one side into consideration. It is impossible to eliminate the conflict as a whole by applying this style. 

Avoiding is derived from the presupposition that conflict cannot be solved via any method as discussion or any 
other. The situations which disturb the both sides of conflict are ignored (Howell, 2014, p. 16). In this style, both 
sides of the conflict keep away from the environment of conflict with the hope of the conflict might decrease 
gradually. The weak side of the style is the fact that it does not focus on the solution of the problem (Huan & 
Yazdanifard, 2012, p. 146). It can be put forward that in avoiding style, the sides of the conflict try to keep away 
from the context of the conflict and wait for the conflict to disappear after a while. 

Compromising style means the moderate interest of the individual for himself and the other side during conflict. It 
is a style which aims at finding a middle course for the conflict. It requires the both sides to make concessions of 
their wishes so as to find a middle course. This means that the needs of the both sides cannot be met completely 
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during conflict (Vokić & Sontor, 2009, p. 7). In this style, the condition of both winning and losing is at stake. The 
individuals change their ideas during conflict either because they find a rational reason or because they want to 
cease the conflict (Huan & Yazdanifard, 2012, p. 146). The middle course style can be regarded as a temporary 
solution as it does not meet the needs of the sides of conflict though it might end the conflict and it can cause the 
sides to be more insistent about their wishes if the style is applied frequently (Huan & Yazdanifard, 2012, p. 146). 
Although this style of conflict management does not eliminate conflict totally, it may delay the conflict as far as the 
sides are voluntary to make concessions about their wishes. 

To sum up, individuals demonstrate different approaches about their behaviors during conflicts. These approaches 
are reflected as different behavior on processes. The approaches which the individuals adopt can come into being 
as the combination of different factors. The perceptions of the employees about workplace friendship can be one of 
those factors. In this study, the relationship between the conflict management styles of employees and their 
perceptions about workplace friendship will be scrutinized. In this context, theoretical knowledge about the 
workplace friendship will be provided under the following title. 

1.2 Workplace Friendship 

“Nobody would want to live if they did not have friends” (Aristo, as cited in Morrison, 2005, p. 1). This quotation 
displays how friendship is important for one to feel good and happy. Our friends who have same interests as us and 
who share the same values with us are components which enrich our lives (Veniegas & Peplau, 1997; as cited in 
Morrison, 2005, p. 1). Workplace friendship defines the voluntary relations set up at the workplace based on trust, 
loyalty, affection, common interests and values. As the employees spend most of their time at the workplace, it is 
natural for them to set up friendships at their institutions (Berman et al., 2002, p. 218; as cited in Lee & Ok, 2011, 
p. 2). Friendship relations are natural parts of real life. Employees establish friendships at the workplace for 
different reasons. Dotan (2009, p. 2) lists these reasons as follows: Job security, logical assumptions, common 
interests and values, affinity and benefit. The reasons for setting up friendships at school can be affected by the 
different features of the individual and institution. 

Different opinions were put forward about the effect of workplace friendship on the organizational functioning. 
For example Morrison and Nolan (2007; as cited in Khaleel, Chelliah, Khalid, Jamil, & Manzoor, 2016, pp. 1-2) 
asserted that workplace friendship has a negative effect on organizational functioning and it complicates the 
administration processes. There are also studies which show the positive effects of workplace friendship on 
organizational functioning as sharing of information (Kram & Isabella, 1985), increase in job satisfaction 
(Winstead et al., 1995) and job performance (Ross, 1997) and positive influence on organizational commitment 
(Nielsen et al., 2000; as cited in Asgharian, Yusoff, Yaser-Mazhari, Mardani, & Hazrat-Soltan, 2013, p. 18). 
Workplace friendship can influence the organizational functioning in various ways. Workplace friendship both 
affects the organizational functioning and it is also affected by it and the relations among the individuals. In this 
context, it can be asserted that there can be a lot of factors which affect the perceptions of employees about 
workplace friendship. One of these factors is the conflict management styles individuals. In this context, a 
relationship between the conflict management styles and perceptions of the employees about the workplace 
friendship is to be searched for. Moreover, whether the perceptions of teachers about workplace friendship can be 
a predictor of their conflict management styles will be scrutinized. 

Workplace friendship can have a positive impact on solving the organizational conflicts in a more constructive 
manner. Conflicts are a good source of productivity when they are solved efficiently as they can constitute the base 
for gathering different perspectives to an organizational problem. In schools where social interaction gains more 
importance, the conflict management styles of teachers can have a more significant impact on solving the conflicts 
in a more effective and efficient way as the presentation of different suggestions can be crucial to find solutions to 
instructional and educational problems. In this context, it is important to find out the factors which lead the 
teachers to adopt more constructive styles of conflict management at schools. In this context, workplace friendship 
can be regarded to be an important factor affecting the conflict management styles of teachers. The goal of the 
research is to discover if there are any significant relationships between the teachers’ perceptions about the 
workplace friendship and their conflict management styles. In this context, whether the perceptions of teachers 
about workplace friendship can be the predictor of their conflict management styles will be searched for. The main 
problem statement of the search is: 

• Is there any significant relationship between teachers’ perceptions about workplace friendship and their 
preferences about conflict management styles? 

Around this main problem statement, the answers to the following questions will be searched for: 

• How do the perceptions of teachers affect their preferences about conflict management styles? 
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• Is it possible to increase the effectiveness of conflict management procedures at school by improving 
teachers’ perceptions about workplace friendship? 

2. The Method 

2.1 The Model of the Research 

In this research, the aim of which is to determine whether there is a relationship between the perceptions of 
primary, secondary and high school teachers about workplace friendship and their conflict management styles, a 
descriptive qualitative method in which the opinions, skills and attitudes of the participants in relation to a specific 
topic is searched for (Büyüköztürk, Çakmak, Akgün, Karadeniz, & Demirel, 2008, p. 226). 

2.2 The Population and Sampling 

The teachers who have been at office in state schools in Kastamonu province of Turkey in 2017-2018 instructional 
year constitute the population of the research. According to the information gained from Kastamonu National 
Education Directorate, there are 441 teachers at primary schools, 590 teachers at secondary schools and 654 
teachers at high schools. Thus the population consists of 1685 teachers. It was assumed that 283 teachers could 
represent the population of 1685 teachers (Anderson, 1990, p. 202; as cited in. Balcı, 2015, p. 108). 

2.3 Data Collection Tools 

Two different data collecting tools were used for the research. To determine the conflict management styles of the 
teachers, the Rahim Organizational Conflict Scale which was developed by Rahim (1983) was utilized. The 
adaptation of the scale to Turkish was carried out by Gümüşeli (1994, pp. 304-305). The scale is composed of three 
forms (Rahim, 1983; as cited in Yıldızoğlu, 2013, p. 108). In this research, the form C of the Rahim Organizational 
Conflict Scale which is also called ROCI II and which is used to determine the conflict management styles applied 
for the conflict with the peers was used. The scale is formed of 28 items and five dimensions. The dimensions are 
composed of the following items: integrating dimension 1, 5, 12, 22, 23 and 28, obliging dimension 2, 11, 13, 19 
and 24, dominating dimension 8, 9, 18, 21 and 25, avoiding dimension 3, 6, 16, 17, 26 and 27 and compromising 
dimension 4, 7, 10, 14, 15, 20 (Gümüşeli, 1994, pp. 161-162). In the scale, there are items which ask for how the 
employees behave in conditions of conflict with their colleagues at the workplace. The Cronbach Alpha values of 
each dimension are: Integrating, .77, obliging .72, dominating .72, avoiding .75 and compromising .72 (Rahim, 
1983, p. 373). The scale is in the form of five scale Likert type. The teachers put forward their ideas as (1) never, 
(2) scarcely, (3) sometimes, (4) frequently and (5) always. 

For the measurement of the perceptions of the teachers about workplace friendship, workplace friendship scale 
which was developed by Nielsen, Jex and Adams (2000, pp. 634-638) and which was adapted to Turkish by Emrah 
Kıral (2016) was utilized. In the scale, there are 10 items which asks for the opinions of teachers about workplace 
friendship. The scale constitutes of two dimensions. One is friendship opportunity and the other is the friendship 
prevalence. The scale was initially designed to have 12 items but as the results of the factor analysis, the fifth and 
the tenth items were excluded from the scale. Thus, there are five items in both of the dimensions. The friendship 
opportunity is composed of the items 1, 2, 3, 4, and 6 and the friendship prevalence dimension is composed of the 
items 7, 8, 9, 11, and 12. The friendship opportunity dimension aims at finding out if the friendship relationships 
are supported in the organization and the friendship prevalence dimension aims at discovering if there is an 
effective environment for friendship in the organization (Yavuzkurt, 2017, p. 17). 

The scale is in the form of five scale Likert type and teachers assert their ideas as (1) I totally disagree, (2) I 
disagree, (3) I am uncertain, (4) I agree and (5) I totally agree. The higher values obtained from the scale indicates 
a higher perception for friendship in the organization and the lower values is the vice versa (Lin, 2010, p. 59). The 
validity and reliability tests of both scales have been carried out. The Cronbach Alpha coefficient of the scale out of 
the whole scale has been measured as .83, the Cronbach Alpha coefficient of the friendship opportunity dimension 
as .76 and the the Cronbach Alpha coefficient of the friendship prevalence as .78 (Yavuzkurt, 2017, p. 18). Field 
(2012, p. 675) puts forward the value over .70 for Cronbach Alpha coefficient is enough for the reliability of a 
scale. In the light of the findings, it can be put forward that the scale is reliable and valid. 

2.4 Data Collection 

Data was collected through visiting the schools. The data collecting tools were handed in to a teacher or an 
administrator at the schools. Those teachers and administrators requested the teachers to fill in the questionnaires. 
About one week later, the schools were visited again and the scales were collected. The number of schools visited 
is 22. During visits, 700 surveys were given to the schools and only 305 of them were turned back and 23 of the 
surveys were not included in the research as they were not filled in properly. In the research, 282 data collecting 
tools were studied. The statistics about the participants are as follows: 145 of the participants are males and 137 are 
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females, 82 of the participant work at primary schools, 90 of the work at secondary schools and 110 at high 
schools. In terms of seniority, there are 43 teachers between 1-10 years, 141 teachers between 11-20 years, 78 
teachers between 21-30 years and 20 teachers between 31-40 years.  

2.5 Data Analysis 

For the analysis of the research, SPPS 20.0 program was used and significance levels of the measurements were 
tested at α.05 confidence level. The values of the Rahim conflict management scale form C were determined as 
“1-1.79 I totally disagree’”, “1.80-2.59 I disagree”, “2.60-3.39 I am uncertain”, “3.40-4.19 I agree” and “4.20-5.00 
I totally agree”. The same values were used for the workplace friendship scale. Thus, the values were regarded as 
“1-1.79 I totally disagree’”, “1.80-2.59 I disagree”, “2.60-3.39 I am uncertain”, “3.40-4.19 I agree” and “4.20-5.00 
I totally agree”.  

The data was scanned before analysis. Firstly, missing data has been searched for. No missing data more than 5% 
in any of the data sets has been detected (Tabachnick & Fidell, 1989, p. 105). In missing data analysis, it has been 
found out that p= .894 and p>.05. These findings mean that the missing data is random and average value can be 
attributed to the missing values. The missing value results are between %0.0 and %0.7. According to Çokluk and 
Kayrı (2011, p. 291), attributing average points is an effective way for missing values. As the result of the analysis, 
missing values in 18 different data sets have been found out and they were completed by assigning average points. 
In this process, the technique of series means which takes the means of all participants into account was utilized 
(Çokluk, Şekercioğlu, & Büyüköztürk, 2018, p. 21). Before the analysis, the 12th item of the friendship perception 
scale which has a negative meaning was reverse coded. 

To determine the outliers, Mahalanobis distance was utilized. To decide whether to apply parametric or 
nonparametric tests, the normality of the distribution of the values and homogeneity of the variances were tested. 
To test the normality of the distribution, skewness and curtosis values were scrutinized, histograms were checked 
and Kolmogorov-Smirnov test was applied. Levene Test was applied to determine the homogeneity of the 
variances. In regression analysis, which has been carried out to determine the relation between the perceptions of 
teachers about workplace friendship and their conflict management styles, scattering plots were analyzed to 
determine the linearity of the relation. To determine whether the friendship opportunity and friendship prevalence 
dimensions of the workplace friendship scale are the predictors of the integrating, obliging, dominating, avoiding 
and compromising dimensions of the Rahim organizational conflict scale, the multiple linear regression analysis 
was used.  

3. Results 

First of all, before the analysis, the problem of multicollinearity was checked among the predictors through 
Pearson correlation coefficient. The correlation coefficient values for the predictors were given in Table 1. 

 

Table 1. Pearson correlation coefficients of the predictor variables 

 Integrating Obliging Dominating Avoiding Compromising 

Integrating 1     

Obliging .-.007 1    

Dominating -.017 -.006 1   

Avoiding .221 .112 .014 1  

Compromising .086 .078 -044 .081 1 

 

Multicollinearity occurs when the predictor values are highly correlated with each other and it causes each variable 
to be an insignificant variable when all the other predictor variables are in the model (Agresti, 2007, p. 138). Hair, 
Black, Babin & Anderson (2014, p. 196) put forward that multicollinearity occurs when the correlation among any 
of the predictor variables is .90 or higher. When Table 1 is checked, it is seen that the highest correlation is between 
integrating and avoiding variables, r=.221, p≤.05. In the light of the correlation coefficients, it can be asserted that 
there is no multicollinearity among the predictors. In addition to the correlation coefficients, variance inflation 
factor (VIF) values were scrutinized. According to Çokluk et al (2018, p. 35) when there is no correlation among 
the predictors, the VIF value is as R2=0, VIF=1, [VIF=1/(1-R2)=1/(1-0)=1]. For multicollinearity problem, VIF 
values should be 10 or over (Hair et al., 2014, p. 200). The highest VIF value among the predictor variables was 
calculated between avoiding and obliging variables. In addition, all tolerance values are below .10 and this 
indicates no multicollinearity among the predictors (Hair et al., 2014, p. 200). These findings show that there is no 
multicollinearity among the predictors. 
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In the research, to find out any significant relationship among the friendship opportunity and friendship prevalence 
variables and the five different dimensions of conflict management styles, multiple linear regression analysis was 
applied. The research was aimed at discovering if the two dimensions of the workplace friendship scale, friendship 
opportunity and friendship prevalence, are the significant predictors of the teachers’ conflict management styles. 
The relationship was analyzed separately for each of the two dimensions of workplace friendship scale and the five 
different dimensions of the Rahim Organizational Conflict Scale. The results of the regression analysis to find out 
if the friendship opportunity and friendship prevalence are the meaningful predictors of the integrating variable of 
were given in Table 2. 

 

Table 2. The results of the multiple linear regression analysis among the variables of friendship opportunity, 
friendship prevalence and integrating style 

Variable B Standard ErrorB  t p 
Zero Order

r 

Partial 

r 

Constant -.123 .499  -.247 .805   

Friend. Opp. -.024 .073 -.016 -.326 .744 .017 -.020 

Friend. Prev. .963 .088 .550 10.968 .000 .549 .549 

R=.549 

F(2-279)=60.206 

R2=.301 

p=.000 
 

 

In the light of the findings, it can be asserted that the correlation between the predictors and the dependent variable 
is significant, p≤.05. When the zero order correlations are scrutinized, the correlation between integrating and 
friendship opportunity was found out to be r=.549. The correlation between friendship prevalence and integrating 
style is r=-.017. Determination coefficient is R2=.301. That means about %30 of the variance in integrating 
variable can be explained by the variables of friendship opportunity and friendship prevalence. According to t test 
results related with the significance levels of regression coefficients, friendship prevalence is a significant 
predictor of integrating variable, p≤.05, while friendship opportunity is not, p≥.05. The results show that the 
suitable environment for friendship at schools has a positive impact on improving teachers’ integrating style of 
conflict management. 

The results of the regression analysis for the relationship between the variables of friendship opportunity and 
friendship prevalence and the variable of obliging has been given in the Table 3. 

 

Table 3. The results of the regression analysis for the relationship between the variables of friendship opportunity 
and friendship prevalence and the variable of obliging 

Variable B Standard ErrorB  t p 
Zero Order

r 

Partial 

r 

Constant 3.875 .405  9.579 .000   

Friend. Opp. .103 .059 .103 1.732 .084 .102 .103 

Friend. Prev. -.020 .071 -016 -.276 .782 -0.10 -016 

R=.104 

F(2-279)=1.515 

R2=.011 

p=.222 
 

 

The results show that the predictor variables “friendship opportunity” and “friendship prevalence” are not 
significant predictors of the variable “obliging”, p=.222, p≥.05. The results can also be interpreted as the 
relationship between the dependent variable and the independent variables is statistically insignificant. 
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Table 4. The results of the regression analysis for the relationship between the variables of friendship opportunity 
and friendship prevalence and the variable of dominating 

Variable B Standard ErrorB  t p 
Zero Order

r 

Partial 

r 

Constant .449 1.112  .404 .687   

Friend. Opp. .228 .196 .079 1.327 .185 .083 .079 

Friend. Prev. .216 .163 .069 1.165 .245 .074 .070 

R=.108 

F(2-279)=1.659 

R2=.012 

p=.192 
 

 

According to the results, no significant relationship has been found out between the two dimensions of the 
workplace friendship and the dominating dimension of the Rahim Organizational Conflict Scale, p=.202, p≥.05. 
The variables of friendship opportunity and friendship prevalence are not significant predictors of dominating style 
of conflict management. As the next step, the relationship between the variables of friendship opportunity and 
friendship prevalence and the variable of avoiding was searched for. The results have been given in Table 5. 

 

Table 5. The results of the regression analysis for the relationship between the variables of friendship opportunity 
and friendship prevalence and the variable of avoiding 

Variable B Standard ErrorB  t p 
Zero Order

r 

Partial 

r 

Constant 2.779 .243  11.425 .000   

Friend. Opp. .077 .036 .114 2.156 .032 .141 .128 

Friend. Prev. .369 .043 .454 8.604 .000 .461 .458 

R=.475 

F(2-279)=40.617 

R2=.226 

p=.000 
 

 

The results show that there is significant relationship between friendship opportunity and friendship prevalence 
and avoiding, p=.00, p≤.05. When zero order and partial correlations between the variables are scrutinized, it is 
observed that there is a medium positive linear relationship between friendship prevalence and the avoiding, 
r=461. It can be asserted that when the perception of teachers about the friendship prevalence in the schools rises, 
they tend to demonstrate avoiding style in case of conflicts with their colleagues. When the variable of friendship 
opportunity is controlled, the correlation between friendship prevalence and avoiding style has been measured to 
be of medium strength, r=.458. The correlation between friendship opportunity and avoiding style is low, r=.141. 
When the friendship prevalence is controlled, the correlation between friendship prevalence and avoiding is still 
low, r=128. 

When the variables of friendship opportunity and friendship prevalence are taken together, they have a medium 
correlation with the avoiding style of conflict, R=.475, R2=.226, p≤.05. This shows that about %23 of the total 
variance in the avoiding variable can be explained by the variables of friendship prevalence and friendship 
opportunity. When the beta coefficient is analyzed, it can be put forward that one unit of increase in the variable of 
friendship prevalence causes an increase of .369 in the variable of avoiding style. According to the standardized 
beta coefficients (β), friendship prevalence is a more significant variable for avoiding style than the friendship 
opportunity. This shows that the environment for friendship has a positive impact on avoiding style of conflict. 
When t test results are analyzed, it can be put forward that both friendship prevalence and friendship opportunity 
are significant variables for avoiding style, p≤.05. Thus the following equation can be formed for the analysis: 

AVOIDING STYLE=43.246+0.380 FRIENDSHIP PREVALENCE+0.082 FRIENDSHIP OPPORTUNITY 

As the last step of the analysis, the regression analysis has been carried out between the dependent variable 
compromising style and the variables of friendship opportunity and friendship prevalence. The results of the 
analysis have been given in Table 6. 
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Table 6. The results of the regression analysis for the relationship between the variables of friendship opportunity 
and friendship prevalence and the variable of compromising 

Variable B Standard ErrorB  t p 
Zero Order

r 

Partial 

r 

Constant 2.376 .280  8.498 .000   

Friend. Opp. .015 .049 .015 11.876 .766 .581 .579 

Friend. Prev. .486 .041 .580 .298 .000 .050 .018 

R=.581 

F(2-279)=71.049 

R2=.337 

p=.000 
 

 

When Table 6 is scrutinized, it can be asserted that the relationship between the dependent variable compromising 
and the independent variables friendship opportunity and friendship prevalence is significant, p=.000, p≤.05. The 
correlation between friendship opportunity and compromising is a medium strength positive linear correlation, 
r=.581. Partial correlation between friendship opportunity and compromising is medium too, r=.580. It can be 
asserted that when friendship relationships are supported in the organization, it encourages the teachers to apply to 
compromising style in cases of conflicts at schools. However, the correlation between friendship prevalence and 
compromising style has been measured to be low, r=.039. In the same way, the partial correlation between the two 
variables is low, r=.017. 

When the variables of friendship opportunity and friendship prevalence are included in the analysis, it can be 
asserted that there is a medium relationship between them and the dependent variable compromising, R=.581, 
R2=.337, p≤.05. It can be put forward that about %34 of the variance in the variable of compromising can be 
explained by the variables of friendship opportunity and friendship prevalence. Beta coefficients show that one 
unit of increase in the variable of friendship opportunity causes an increase of .487 in the compromising variable. 
When standardized beta coefficients are scrutinized, it is observed that friendship opportunity is a more significant 
variable when compared to the variable of friendship prevalence. When t test results are examined, it can be put 
forward that friendship opportunity is a significant predictor of compromising variable, p≤.05. Meanwhile, 
friendship prevalence alone is not a significant predictor of the compromising variable, p≥.05. This shows that the 
friendship environment is not a significant variable in terms of compromising style in cases of conflicts among 
teachers at schools. 

4. Discussion 

Conflicts when managed effectively can be the mediators of effectiveness and productivity in organizations by 
adding to the organizational situations leading to the organizational effectiveness and performance. For example, 
Ongori (2009, p. 22) found out that organizational conflicts can add to the innovativeness of the organizations and 
they also can increase the quality of the decision making processes. Similarly David (2018, pp. 11-12) found out 
that collaborating and compromising styles of conflict management in micro finance firms can have positive 
impacts on organizational effectiveness. In the similar way, in their research, Hossain, Uddin, Hasan, and Hasan 
(2018, p. 64) have reached the conclusion that conflicts to a certain level have some positive impacts on the 
organization and the employee performance. Solving conflicts in a constructive manner might also play an 
important role for the educational institutions where positive perceptions of the shareholders constitute an 
important part for achieving the desired results. Gündüz, Tunç, and İnandı (2013, p. 656) put forward that if 
conflicts at schools are solved through the styles of integrating and compromising, this can have positive effects on 
educational processes. It can be asserted that for the conflicts to bear positive results for the schools depend to a 
great extent on the conflict management styles of the teachers. In the light of these researches, it can be put forward 
that conflicts when managed effectively can bear positive results in organizations and that during handling 
conflicts, some factors should be taken into consideration for conflicts to bear positive results. On the basis of this 
lies the importance of taking the opinions and interests of the both sides of the conflicts. The results of this study 
might shed light on the procedures for the administrators to handle the conflicts which are inevitable in all 
organizations effectively. In this respect, trying to improve the perceptions of teachers about the workplace 
friendship can have a positive impact on the conflict management styles of teachers. Many ways to improve the 
perceptions of teachers about their workplaces can be listed but the most important ones are listed here as 
suggestions for the school administrators: 

• The social and cultural activities held at the school can be good mediators to improve workplace perceptions 
of teachers positively. 

• During decision making processes, the decisions which the teachers take by way of compromising should be 
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taken into consideration. 

• In all the activities carried out at school, the collaboration and cooperation of teachers should be encouraged. 

• The special days should be celebrated by the attendance of all teachers at the school. 

• To improve unity among teachers, the cooperative activities of teachers to deal with the private problems of 
teachers should be supported by the administration. 

• The administration should not behave like a referee in cases of conflicts among teachers, rather they should 
try to create environments where teachers could assert their ideas freely and where both sides could reach an 
agreement on their own. 

• Instead of trying to deal with the cases of conflicts, the administration should focus on the factors leading to 
conflicts.  

• The tools for effective communication should be developed at schools and both the vertical and horizontal 
communication channels should be kept open.  

• To establish a democratic environment at schools, the administration should enable all teachers to put forward 
their ideas freely. 

To sum up, the perceptions of teachers about workplace friendship is a significant predictor of their conflict 
management styles. That is improving teachers’ perceptions about their workplace friendship can have a positive 
impact on them to consult to more constructive styles in cases of conflict management. To encourage friendship at 
schools, the administration can implement many activities and it is on the hands of the administrators to create 
friendly environments at schools. Conflicts are indispensible parts of all organizations including educational ones 
and today they are regarded to be effective tools for organizations to reach the targets. This study shows that 
workplace friendship perception can play an important role for the conflict management styles. Thus, as an 
important forerunner of conflict management styles, improving the friendship environments of schools should be 
one of the crucial priorities of the school administrators. 

References 

Abas, N. A. H. (2010). Emotional intelligence and conflict management styles (Unpublished master’s thesis). 
University of Wisconsin-Stout, Wisconsin. 

Agresti, A. (2007). An introduction to categorical data analysis (2nd ed.). New Jersey: John Wiley & Sons, Inc. 
https://doi.org/10.1002/0470114754 

Amadi-Eric, C. (2008). Introduction to educational administration: A module. Port Harcourt: Harey 
Publications. 

Asgharian, R., Yusoff, R., Yaser-Mazhari, M., Mardani, A., & Hazrat-Soltan, E. K. (2013). Examining the effect 
of workplace friendships and Job Embeddedness on Turnover Intention (The Case of Mashhad as a Tourist 
Destination in Iran). International Journal of Business and Management Invention, 2(7), 17-25. Retrieved 
from http://eprints.utm.my/id/eprint/40447/2/D0271017025.pdf 

Balcı, A. (2015). Sosyal bilimlerde araştırma: Yöntem, teknik ve ilkeler (11. Baskı). Ankara: Pegem Akademi. 

Brooklyn, D. C. (1975). Major causes of organizational conflict: Diagnosis for action. California: The NPS 
Institutional Archive, DSpace Repository 

Büyüköztürk, Ş., Çakmak, E. K., Akgün, Ö. E., Karadeniz, Ş., & Demirel, F. (2008). Bilimsel araştırma 
yöntemleri (2. Baskı). Ankara: Pegem Akademi. 

Can, H. (2005). Organizasyon ve yönetim (7. Baskı). Ankara: Siyasal Kitabevi. 

Chan, K. W., Huang, X., & Ng, P. M. (2007). Managers’ conflict management styles and employee attitudinal 
outcomes: The mediating role of trust. Asia Pacific J Manage. Retrieved from 
https://link.springer.com/article/10.1007%2Fs10490-007-9037-4 

Chaudhry, A. M., & Asif, R. (2015). Organizational conflict and conflict management: A synthesis of literature. 
Journal of Business and Management Research, 9, 238-244. 

Çokluk, Ö., & Kayrı, M. (2011). Kayıp değerlere yaklaşık değer atama yöntemlerinin ölçme araçlarının geçerlik 
ve güvenirliği üzerindeki etkisi. Kuram ve Uygulamada Eğitim Bilimleri, 11(1), 289-309. Retrieved from 
https://dergipark.org.tr/download/article-file/181523 

David, A. U. (2018). Conflıct management and organizational effectiveness of micro-fınance banks in Port 



ies.ccsenet.org International Education Studies Vol. 12, No. 9; 2019 

52 
 

Harcourt, Rivers State. International Journal of Advanced Academic Research, Social & Management 
Sciences, 4(4), 1-15. Retrieved from http://www.ijaar.org/articles/Volume4-Number4/Social-Management- 
Sciences/ijaar-sms-v4n4-apr18-p3.pdf 

Dotan, H. (2009). Workplace friendships: origins and consequences for managerial effectiveness. Acad Manage 
Proc August, 1(1), 1-6. https://doi.org/10.5465/ambpp.2009.44244633 

Ertekin, Y. (1993). Stres ve yönetim. Ankara: Türkiye ve Orta Doğu Amme İdaresi Enstitüsü. 

Ertürk, M. (2000). İşletmelerde yönetim ve organizasyon (3. Baskı). İstanbul: Beta Yayınları. 

Field, A. (2012). Discovering statistics using SPSS (3rd ed.). London: SAGE Publications Ltd. 

Genç, N. (2004). Yönetim ve organizasyon: Çağdaş sistemler ve yaklaşımlar. Ankara: Seçkin Yayınevi. 

Gümüşeli, A. İ. (1994). İzmir ortaöğretim okulları yöneticilerinin öğretmenler ile aralarındaki çatışmaları 
yönetme biçimleri (Yayımlanmamış doktora tezi). Anadolu Üniversitesi, Eskişehir. 

Gündüz, B., Tunç, B., & İnandı, Y. (2013). The relationship between the school administrators’ anger control and 
stress coping methods and their conflict management style. International Journal of Human Sciences, 10(1), 
641-660. Retrieved from http://apbs.mersin.edu.tr/files/tunc/Publications_006.pdf 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2014). Multivariate data analysis (7th ed.). London: 
Pearson Education Limited. 

Henry, O. (2009). Organizational conflict and its effects organizational performance. Research Journal of 
Business Management, 2(1), 16-24. https://doi.org/10.3923/rjbm.2009.16.24 

Holt, J. L., & DeVore, C. J. (2005). Culture, gender, organizational role, and styles of conflict resolution: A 
meta-analysis. International Journal of Intercultural Relations, 29(2), 165-196. 
https://doi.org/10.1016/j.ijintrel.2005.06.002 

Hossain, M. A., Uddin, M. K., Hasan, M. R., & Hasan, M. F. (2018). Conflict management on the organizational 
performance: a synthesis of literature. Journal of Innovation & Development Strategy (JIDS), 12(1), 56-67. 
Retrieved from https://www.academia.edu/38530674/CONFLICT_MANAGEMENT_ON_THE_ORGANI 
ZATIONAL_PERFORMANCE_A_SYNTHESIS_OF_LITERATURE_Green_Global_Foundation?auto=do
wnload 

Howell, S. E. (2014). Conflict management: A literature review and study. Radiology Management, 
September-October, 14-23. Retrieved from http://www.ahra.org/AM/Downloads/OI/qc/RM365_p14-23_ 
Features.pdf 

Huan, L. J., & Yazdanifard, R. (2012). The difference of conflict management styles and conflict resolution in 
workplace. Business & Entrepreneurship Journal, 1(1), 141-155. Retrieved from 
http://www.scienpress.com/Upload/BEJ/Vol%201_1_9.pdf 

Isa, A. A. (2015). Conflicts in organizations: causes and consequences. Journal of Educational Policy and 
Entrepreneurial Research, 2(11), 54-59. Retrieved from https://www.researchgate.net/publication/ 
311558401_Conflicts_in_Organizations_Causes_and_Consequences 

Kaimenyi, C. K. (2014). The influence of conflict management styles on leadership approaches within 
small-scale businesses in Kenya. IOSR Journal of Business and Management, 16(9), 55-59. 
https://doi.org/10.9790/487X-16915559. 

Karavardar, G. (2011). Aile işletmelerinde kurumsallaşma, yetki devri ve belirsizliğe tolerans. Sosyal Bilimler, 
1(1), 157-179. Retrieved from: https://dergipark.org.tr/kusbd 

Khaleel, M., Chelliah, S., Khalid, J. Jamil, M., & Manzoor, F. (2016). Employee engagement as an outcome of 
friendship at workplace: Moderating role of job embeddedness. International Journal of Academic 
Research in Business and Social Sciences, 6(6), 1-6. https://doi.org/10.6007/IJARBSS/v6-i6/2171 

Kıral, E. (2016). Öğretmenlerin iş yeri arkadaşlık algısının örgütsel bağlılıkla ilişkisi. Sözel Bildiri., VII. 
Uluslararası Eğitim Yönetimi Forumu, Kıbrıs/Girne (Özet Bildiri) (Yayın No: 2912853). 

Koçel, T. (2005). İşletme yöneticiliği (10. Baskı). İstanbul: Arıkan Basım Yayım Dağıtım. 

Lee, J. J., & Ok, C. (2011). Effects of workplace friendship on employee job satisfaction, organizational 
citizenship behavior, turnover intention, absenteeism, and task performance. Verbal Statement. The 16th 
Annual Graduate Education and Graduate Students Research Conference in Hospitality and Tourism 
Proceedings, University of Houston, Texas. 



ies.ccsenet.org International Education Studies Vol. 12, No. 9; 2019 

53 
 

Lin, C. T. (2010). Relationship between job position, job attributes and workplace friendship: Taiwan and China. 
Journal of Technology and Management in China, 5(1), 55-68. https://doi.org/10.1108/17468771011032796 

Morrison, R. K. L. (2005). Informal relationships in the workplace: Associations with job satisfaction, 
organizational commitment and turnover intentions (Unpublished master’s thesis). Albany, Massey 
University. 

Năstase, M. (2007). Types of organizational conflicts. Revista de Management Comparat Internaţional, 8(4), 
80-91. Retrieved from: https://pdfs.semanticscholar.org/a6ef/95b96f1a93bf5d89c370acc0ef20994ef1a0.pdf 

Nielsen, I. K., Jex, S. M., & Adams, G. A. (2000). Development and validation of scores on a two-dimensional 
workplace friendship scale. Educational and Psychological Measurement, 60(4), 628-643. 
https://doi.org/10.1177/00131640021970655 

Omisore, B. O., & Abiodun, A. R. (2014). Organizational conflicts: Causes, effects and remedies. International 
Journal of Academic Research in Economics and Management Sciences, 3(6), 118-137. 
https://doi.org/10.6007/IJAREMS/v3-i6/1351 

Ongori, H. (2009). Organizational conflict and its effects on organizational performance. Research Journal of 
Business Management, 2(1), 16-24. Retrieved from https://doi.org/10.3923/rjbm.2009.16.24 

Pondy, L. R. (1967). Organizational conflict: Concepts and models. Administrative Science Quarterly, 12(2), 
296-320. https://doi.org/10.2307/2391553 

Rahim, M. A. (1983). A measure of styles of handling interpersonal conflict. Academy of Management Journal, 
26(2), 368-376. https://doi.org/10.5465/255985 

Rahim, M. A. (2001). Managing conflict in organizations (3rd ed.). Westport: Greenwood Publishing Group, Inc. 

Rahim, M. A., Psenicka C., Polychroniou, P., Zhao, J. H., Yu, C. S., Chan, K. A., ... van Wyk, R. (2002). A model 
of emotional intelligence and conflict management strategies: A study in seven countries. The International 
Journal of Conflict Management, 10(4), 302-326. https://doi.org/10.1108/eb028955 

Rognes, J. K., & Schei, V. (2007). Understanding the integrative approach to conflict management. Bergen: 
Department of Strategy and Management Norwegian School of Economics and Business Administration  

Sarpkaya, R. (2002). Eğitim örgütlerinde çatışma yönetimi ve bir örnek olay. Kuram ve Uygulamada Eğitim 
Yönetimi, 31(31), 414-429. Retrieved from https://dergipark.org.tr/download/article-file/108463 

Sias, P. M., Pedersen, H., Gallagher, E. B., & Kopaneva, I. (2012). Workplace friendship in the electronically 
connected organization. Human Communication Research, 38(3), 253-279. 
https://doi.org/10.1111/j.1468-2958.2012.01428.x 

Şimşek, M. Ş., & Kıngır, S. (2009). Çağdaş yönetim araçlarından seçmeler. Ankara: Nobel Yayınları. 

Tabachnick, B. G., & Fidell, L. S. (1989). Using multivariate statistics (2nd ed.). New York: Harpercollins 
College Div. 

Tunç, T., & Kutanis, R. (2013). Benlik saygısının çatışma yönetim stilleri üzerindeki etkisi: Bir üniversite 
hastanesi örneği. Hacettepe Sağlık İdaresi Dergisi, 16(1), 23-43. Retrieved from 
https://dergipark.org.tr/download/article-file/84735 

Vokić, N. P., & Sontor, S. (2009). Conflict management styles in Croatian enterprises – The relationship between 
individual characteristics and conflict handling styles. Working Paper Series, 9(5), 1-22. Retrieved from 
http://web.efzg.hr/repec/pdf/Clanak%2009-05.pdf 

Yavuzkurt, T. (2017). Ortaöğretim öğretmenlerinin iş yeri arkadaşlık algısı ve iş doyumu ile ilişkisi (Aydın ili 
örneği) (Yayımlanmamış yüksek lisans tezi). Adnan Menderes Üniversitesi, Aydın. 

Yıldızoğlu, H., & Burgaz, B. (2014). Okul yöneticilerinin beş faktör kişilik özellikleriyle çatışma yönetimi stili 
tercihleri arasındaki ilişki. Hacettepe Üniversitesi Eğitim Fakültesi Dergisi, 29(2), 295-310. Retrieved from 
http://www.efdergi.hacettepe.edu.tr/yonetim/icerik/makaleler/96-published.pdf 

 

Copyrights 

Copyright for this article is retained by the author(s), with first publication rights granted to the journal. 

This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution 
license (http://creativecommons.org/licenses/by/4.0/). 


