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Abstract

Conflict management remained important for manyrgieget it gained special interests of the managers
researchers in the last decade. Several studiesfhand the antecedents of conflicts and its ingact many
aspects of the organizations e.g. performancey@mvient and productivity etc. The goal of this stuehs to
find which of the interpersonal conflict resoluti@pproach has significant relationship with morafethe
academicians of the universities in Pakistan. Tadeustand the dynamics of this relationship andnigacts of
the independent on the dependent variables, dat osHlected from 231 teachers working in different
universities in the five cities of Pakistan. Datalysis was performed through SPSS-15. Convenanpbng
method employed for data collection. The study Fasmd positive and significant relationship between
interpersonal conflict resolution approaches amellef education with morale of the teachers wagkin the
universities of Pakistan except dominating approadhich is negatively related with morale, moregvée
relationship between gender and morale of teackss wsignificant. However, the results of the study
Pakistan were consistent with previous studies.

Key Words: Interpersonal Conflict, Compromising, Integrativ@bliging, Dominating, Avoiding, Morale,
Higher Education Institutions, Dera Ismail Khanybr Pakhtunkhwa, Pakistan.

1. INTRODUCTION

Interpersonal conflict is not a new concept to $beio-politico life. It exists from the day whencead human
came to this world, and conflict was caused bydifierences in personalities, opinion, thinkingjtatles and
priorities. Boros et al. (2010) have found thahiére are no differences among members of an aa@on, and
then employees feel that they are equal, hence thik be no conflict among employees in an orgation.
However, in our social system, conflicts are resdlgocially and are less concern for scholars. ividiusiness
organizations conflicts are required to be managetiefforts are needed to minimize the interpeisoorflicts
to improve the efficiency and effectiveness of tinganizations. For instance, Esquivel & Kleiner 479
identified that conflicts affects the effectivenefghe team/organization. Although, a reasonaliekvihas been
done at international level but still there is dkeaof studies in case of developing countries, eisiig in
Pakistan. Studies conducted by Ayoko & Konrad (30dtates that conflict badly affects the moraletiod
employees, while Ozkalp et al. (2009) share thelaimnaiews and found that managers uses differgies for
resolving the conflicts, was the major motivatiaor the researchers to initiate this study to find the
relationship between different approaches to stiteeinterpersonal conflicts and morale of the anadian in
Pakistani universities.

This study was undertaken to understand differppt@aches to resolve the interpersonal conflictsragithe
faculty members of the universities in Pakistarevittusly studies have been conducted either toystie
different levels of interpersonal conflicts (foraample, Amason, 1996; Barki & Hartwick, 1994; Bro&mDay,
1981; Etgar, 1979; Habib, 1987; Jehn, 1995; Roliegl.e1989) and strategies to resolve the integrexis
conflicts (i.e. Blake & Mouton, 1964; Kilmann & Thwas, 1977; Puthnam & Wilson, 1982; Rahim, 1983)., Yet
this study is focusing on strategies to resolvergarsonal conflict, with special reference to edion sector of
Pakistan. This study will help in understanding tomflict resolution approaches and how these amres,
positively or negatively, impact the morale of teaching faculty.
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1.2 Problem Statement

As the physical appearance of all human is notalily the same way there is no uniformity in tliitude and
behavior, which are used to distinguish them ireorjties, attitudes and personalities etc. Theifferénces in
personalities, attitudes and priorities can cauaserpersonal conflicts among individuals. Hencéerpersonal
conflict results into poor performance of employedsch badly affect the performance of the orgatiizes,
which could result into great loss to the organixes not only in human but also in financial tertus (Ito &
Brotheridge, 2012; Grant et al., 2010; Cebeci, 2006&erefore, it motivated the researcher to stdiffierent
approaches to resolve the interpersonal conflitk® education sector of any country is the mairrcowof
providing the human resources for all other sectdrthe country. By understanding the better apghiea to
resolve interpersonal conflicts among faculty merslm Pakistani universities will improve the maralf the
teachers and it will leads to higher level of matien and better human resources for the otheoisetbo
including production, service and financial etcushthe problem statement was that which of therfprrsonal
conflict resolution approach is the best to restheeinterpersonal conflict inorder to improve therale of the
academicians in the education sector of Pakistan?

2. LITERATURE REVIEW

Several studies like Amason (1996); Barki & Hartwid994); Brown & Day (1981); Etgar (1979); Habib
(1987); Jehn (1995) and Robey et al. (1989) haxsduated the different levels of interpersonal tiots,
whereas other researchers like, Blake & Mouton 4)9Kilmann & Thomas (1977); Putnam & Wilson (1982)
and Rahim (1983) have conducted studies to unaetdtee strategies to resolve the interpersonallictsifin
this study, the researcher reviewed the relatedalitire that best helps resolve the interpersa#lict in the
higher education sector of Pakistan.

2.1. What is Conflict?

Conflict is disagreement among individuals on tlasig of their interests or ideas. It may or may etfrom
one’s inside, between two individuals, or withiretbhrganization and has negative meaning. Higgie91L
referred conflict as a non-desirable or never detimay while, Whetten & Cameron (1995) have foundtth
managers do not like the conflicts and people wewlin conflicts are considered to be having thesqmalities
with some defects and are titled as troublemaketsad apples. Likewise, Robbins (1991) defined lottrdis a
process in which a purposely made effort of A dffde efforts made by B and it results in damading
interests of the B. Conflict arises when more th&o people are in the need of same space at the sara
(Gordon, 2003). This space may be in the form ofspfal, political, psychological, or an arena basedthe
room for one individual. Conflict can be classifietio good or bad based on the way it is manageddrether

it contribute to the organization or add some todhe organization. Tjosvold (1991) in his studpserved that
conflict important for completing ordinary and edrdinary tasks and conflict management leadsrtoviation,
thus poorly managed conflicts leads to greatereldsr the organizations and can cause problemshéor
management. Mullins (1990) studied that there adtipe and negative consequences of conflict. fifidings

of Mullins (1990) were supported by Kathman & Kadmm(1990) through which they analyzed the costs and
benefits of conflicts in libraries of academic sectSimilarly, the intra team conflict leads to teetdecision
making, strategy making, performance of monetasistl growth of the organization. Hence, moderatel lef
conflict, for example, decision making and formigdat of policies based on brainstorming (Jehn, 1995)
moreover, Simmel’'s (1903) study provides sufficiemidences and historical support for the findirzgsl
arguments given by Jehn (1995). Researches higatighositive role of relationship building and eblbration
for managing conflict across the organizations ameéng individuals (Perry-Smith, 2006).

Maslach & Jackson (1986) states that interpersooaflicts are associated with stress, especiallptiemal
exhaustion. The interpersonal conflicts can betkieats for an individual’s image under specifituaiions,
such as, when authority and expertise of an indalids challenged and the evaluation of behavidrthat
individual are sorted explicitly, and then the npiersonal conflict can damage one’s self-image (dal3 Van,
2001). This kind of situation leads to failure inagtical life, which badly reduces the probabilify success
(Pondy, 1967).

2.2 Sources of I nterpersonal Conflict

Mullins (1999) has identified different sourcescohflicts; however, he highlighted major sourcesliféferences
in perception, nature of work, inequitable treattmeriolation of environmental change, role confliend
departmentalization and specialization. Whereata®& Gillialand (1992) referred, differences iarpeption,
as a higher level of ubiquitous form of conflichdy also studied that these types of differencasecadentical
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environments, which further stimulate differentegpof responses by individuals. Edwards et al. §19€udied
the impact of diminishing resources for initiatittie conflicts and found that individuals as well grisups
compete with each other for getting the scarceurees. Likewise, Median et al. (2005) found a pesit
relationship between task conflict and relationstapflict.

2.3 How to Resolve Conflict: Perspective on Approaches

Higgins (1991) is of the opinion that managing tloaflict is important for the decision making autkies and
they need to select the most effective techniqueesolve conflict. Amason et al. (1995) is of thew that
different kinds of approaches are effective fofatént forms of conflicts. Such as in case of Getgonflict,
there is need to increase the communication amoambars of the team, which will lead to the better
understanding among the team members. They canthaveetter platform to share their ideas, whicdeto
higher level of creativity and innovation. Amasdraé (1995) found that higher level of communioatis the
key to get maximum out of minimum, and suggested th order to increase the efficiency and redudhm
negative impact of A-type conflict, decision makaeed to disseminate the agenda of the meetingdid any
act of wrong information or sabotaging the orgatggs/team’s interests. In a meeting discussing ligss
controversial points first and most at the lategset will leads to better understanding and harmamych will
reduce the impact and possibility of A-type of dimtf Thus, discussing the most crucial issuehatiteginning
of the meeting can leads to eroding the C-typeoafiict into A-type.

Conflict can be managed by using one of the differgtrategies or approaches such as: accommodation,
avoidance, compromise, competition, and collabonativhich are suggested by Thomas & Kilmann (1978).
Conflict resolution approaches/conflict managem&rategies are the terms mean any action takerilgr t
party/disputant to manage or resolve the conflRalim, 2002). He proposed five approaches/strategiel
namely: Integrating, compromising, obliging, aveoigliand dominating, he defined these approachesdes:

1. Integrating means collaboration between partiesetich a common solution to the problem after
sharing information with each other.

Compromising includes cooperation between two esudind it entails disintegration of issues.

Obliging approach leads to surrendering one’s pamimtght in favor of other party.

Avoiding type of approach means an individual’®irtton to deny from his/her needs.

5. Dominating style is associated with forcing/infleérg other party to reach on a common opinion.

According to Rahim (2002), a single technique oatsgy is not enough to resolve different natures stages
of conflict and it is at the discretion of leaderdecide, which approach will be used to handlerdlict.

PN

2.3.1Integrating Strategy

The integrating strategy proposed by Rahim (20@82sdme as the collaboration strategy of Huczynski &
Buchanan (1997). According to Huczynski & Buchaa®97), it is well recognized and highly recommethde
strategy by many of the managers. Through thigegfya the concerned parties will be able to sattbfir
needs/goals. As a result of this strategy, a wim-type of situation will persist, which is very eftive for the
issues of great importance, where there is needmgent of all of the parties. Rahim et al., (20023erved that
integrating type of style leads to higher levelcohcern for both (self and others) and leads théridevel of
creativity and increase performance in case of teamk. This strategy shows openness for each ahdrit
leads to better decision making.

2.3.2 Compromising Strategy

The concept of compromising as a conflict resoluipproach/strategy given by Rahim (2002) is simidathe
compromising strategy given by Huczynski & Buchar{@®97), who observed that compromising type of
strategy is helpful when one party realize thatptharty’s stance is realistic and more producfiley studied
that such type of strategy helps when one parpassive and other is active.). They says thatimtiipe of
strategy both parties are involved in give and tglge activity, simply, implies that one party giveome
benefits to other party to get some benefits frbat party. They proposed some similar words to dpigroach
as sharing and splitting difference between catirfigcparties/individuals.

2.3.3 Obliging Strategy

Rahim (2002) proposed obliging as a strategy tocabhy resolve the conflict; his approach is simiiarthe
accommodation strategy presented by Huczynski &Bnean (1997), who observed that accommodation type
of strategy is helpful when one party realize thisier party’s stance is realistic and more produactaccording

to them, this strategy is helpful when one partyassive and other one is active. Accommodatiradedly given
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by Barki & Hartwick (2001) is similar to the obligj approach of Rahim et al. (2002). There is somézsity
between obliging and dominating strategies i.e.siring conflict as fixed pie and zero sum butséhare
different in the term that in obliging, one partylige or understand the point of other party an@ @wBarki &
Hartwick (2001) proposed different labels for acooodating strategy of conflict resolution approacdh i
cooperating, obliging, sacrificing, and yielding.

2.3.4 Avoiding Strategy

Some of the studies for example, Huczynski & Buema(i997); Thomas (1997) and Rahim (2002) fount tha
avoiding type of strategy is based on ignoringabeflict. This approach is helpful if there is padtility that the
issue will settle down automatically. Rahim et(2D02) suggested that a person using avoiding aypenflict
resolution approach, usually fail to satisfy orfifuhis/her desire as well as need/requirementstbers. They
advocate that avoiding type of style means lessawnfor self as well as others. This strategy deta
surrendering the opinion of all stakeholders aratihéng a consensus for the solution of the problehich
might result into better harmony and coordinatioroag all stakeholders.

2.3.5 Dominating Strategy

Scholars like Huczynski & Buchanan (1997) and Thefi®97) are in agreement that different approaahes
used for conflict handling and they proposed thacept of power as a conflict resolution approacheyl

observed that power cannot be the most preferrategly to solve the conflicts. Yet, this strategy de helpful

in case of emergency or dealing with the issuesd bopularity. The power strategy is similar ® dlominating

strategy of Rahim (2002). Rahim et al. (2002) le#nat dominating style means individuals have nwmecern

for personal gains and less for others, which l¢éadgin-loss type of condition.

2.4 The Employee Morale

All organizations have conflicts but these conflichay vary, based on their intensity as claimedvbgner
(1990) therefore, conflicts is not periodic or dhs: frequency but are chronic and unavoidablejlagiiy,
Drucker has espoused that one of the indicatoreadthy environment is the complete harmony amomy th
workers accompanied with loyalty with each othed ammmon effort to achieve the organizational goals
(Mullins, 1999). This shows that there is dysfuortl conflict, which persists in the organizaticdd it is
inevitable. As for as the concept of morale is @ned, Koerner (1990) defined it as a quality & In the
society accompanied with social links with othdraying some values in the eyes of others, imphas dther
give value to professional knowledge one has/haw tsaving freedom to act in a certain way. However,
Mendel (1987) defined morale as a construct incgdnental and emotional attitude. According to Vitagton

& Watson (1976), morale is the feelings of a workibout his/her job in connection to its significarfor the
organization or working unit. Koerner (1990) stutlithat employee’s morale and found that it is ngght
affected by poor level of professional lives, fraibn and inability to change the environment, died goals,
and demands stretching resource (i.e. human aretiaiato the breaking points. Brodinsky (1984) lgped the
data collected from teachers having poor moralecamtluded that following factors cause reducticorate of
the teachers: adversarial contacts with directowple, lower level of respect for teachers, payel is low,
facilities for teachers are insufficient, in adefgueesources and administrative related problems.

Clough (1989) has observed that lower morale lgdad&ustration, alienation, and powerlessness typies
feelings, while according to Hoy & Miskel (1987)gh level of teacher morale can be obtained by iging
healthy environment in educational institutions iumiversity etc. This implies that an environmevttich
provides the sense of accomplishment will imprdwe morale of the teacher (Hoy & Miskel, 1987). Mwrer,
Napier (1966) is his study found that high teachenorale can be obtained by appreciating teachenyiag
trust and confidence in teacher’'s competence, terglsupport of administrative staff to ensure ghibiee of the
students, teacher involvement in devising policiegviding sufficient resources to the teachersiucing
overloads from teachers, less extracurricular duf@b security etc. Brodinsky (1994) while workiog finding
the factor badly or negatively affecting the morafethe teachers has observed that interpersondliate
reduces the morale of the teachers.

2.5 Theoretical Framework of the Study

Abraham Maslow (1943) presented a hierarchy of ribedry, as a theory of motivation. In which, hegmsed
that there are five types of needs (i.e. physidalgisafety, social, self-esteem, and self-actatitin), which
according to him motivate an individual. In extemsiof his previous work, Maslow (1970) further pospd
building blocks for the teacher morale. The indicatof each needs proposed by Maslow (1943, & 1970)
overlaps with the morale of the employees. Thisiseio understand how motivational theory of Mas(@843)
supports in studying the morale of the employeesstddy conducted by Evans (1998) provides sufficien
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evidences to study the relationship between diffea@proaches to resolve interpersonal conflictsraorale of
the teachers. For instance (Evans, 1998) has fthaidnorale of the teachers increase or decreasssllzm the
professional orientation, interpersonal relatiopsihich may vary from individual to individual. Tlatitude of
the teachers on other hand is also important, whftdct and determine the level of the morale. Base the
previous studies and extracted research variab#dsy is the schematic diagram of the theoreticangwork
of this study.

Figure-1: Schematic Diagram of the Theoretical Franark

| Conflic Resoltion Strategies |
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2.6 Hypotheses of the Study

The proposed hypotheses of the study given belewbased on the thorough literature review and timad
framework of this study. The development of hypedsbased on past literature ensures that therdevito
specification error in this study and the proposadtionship is not spurious or misleading.

H,: Avoiding type of interpersonal conflict resolutiapproach is positively related with morale of teadhers
H,: Dominating type of interpersonal conflict res@ut approach is positively related with morale bét
teachers

Hs: Compromising type of interpersonal conflict regmn approach is positively related with moraletioé
teachers

H,: Integrating type of interpersonal conflict red@n approach is positively related with moralelud teachers
Hs: Obliging type of interpersonal conflict resolutiapproach is positively related with morale of tisachers.
Hs: Gender is positively and significantly relatediwimorale of the teachers.

H-: Qualification is positively and significantly eged with morale of the teachers.

3. RESEACH METHODOLOGY

This research is based on the structure of caesalarch design and is cross sectional in natumeepwvas
undertaken for collection of primary data from g@mple respondents. Population of this study wadatulty
members of the University of the Punjab, Lahorem@bUniversity, Dera Ismail Khan; Internationaldsiic
University, Islamabad; Fatima Jinnah University waipindi; and Peshawar University, Peshawar. Asa®er
sampling of this study is concerned, we have folldiCrejcie & Morgan (1970), who simplified and posed a
decision model. They calculated and provided aetalsl a reference and this table is widely usedstaralard.
The sampling related decisions are calculated sfigally and provided in the form of a table. Hostance, the
population size of this study was 1400 faculty mermsbworking in Gomal University, University of tiinjab,
International Islamic University, Fatima Jinnah \dmsity, and Peshawar University. Then accordinght®
standard table calculated by Krejcie & Morgan (19ff@ sample size could be 300. It is therefore,shmple
size for this study was 300 faculty members of dlifferent universities of Pakistan. Non-probabilite.
convenience sampling was used for data colleclibe. sampling was done irrespective of any of bfageader,
qualification, tenure of service and age.

3.1 Development of Research I nstrument

The questionnaire used in this study was baseda@esused by different researchers’ inorder tamie the
guestions and doubt on reliability or validity dietscale, as these were well established reliaidevalid. To
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measure the morale of teachers a scale known asolS€iganizational Health Questionnaire developed a
used by Hart et al. (1993) and Hart (1994) was sthpvhich was further used in different studiesetiand
again. The scale consists of five items, whereaesps were measured on 5 points Likert scale rgrfgim
Strongly Disagree = 1, Disagree = 2, Neutral =3re&g= 4, and Strongly Agree =5. In order to meashee
inter-personal conflict resolution approaches, Ra@irganizational Conflict Inventory (ROCI-II) hasdn used.
This scale was developed and used by Rahim (1983083, Rahim developed two scales ROCI-I and ROCI
I, likewise, ROCI-I was developed to measure taflict in organizations. However, the main purpdse
develop ROCI-II scale was to measure the approdonenflict resolutions in formal organizationttseg. The
ROCI-II scale consists of 28 statements where hatag (IN) approach was measured by 6 items, @igig
(OB) by 5 items, Dominating (DO) by 5 items, Avaidi(AV) by 6 items, and Compromising (CO) by 6 item
A detailed content of the questionnaire items isexed as annexure-1.

3.2 Inclusion Exclusion Criteria

The respondents were included or excluded from ghisly based on the criteria that all faculty mershaf
Gomal University, University of the Punjab, Inteipaal Islamic University, Fatima Jinnah Universiand
Peshawar University were included in the study, rehs, all administrative staff of the universitiess
excluded from this study. The members of visitiagulty were also excluded from the study.

3.3 Data Collection Method

Primary data was collected through a structuredtipenaire based 5-point Likert scale. The questhine was
uploaded on Google DOCs., and it was administendidea The questionnaires were directly sent tpoadent
through their email addresses, however, in somescas indirect approach was also employed, wheepained
referent/respondents were requested to further thailonline link to their friends, relatives andncerned
people. The link of the questionnaire was emaitethé faculty members of the Gomal University, émgity of
the Punjab, International Islamic University, Faidinnah University, and Peshawar University. Timaibs of
the faculty members were taken from the web dirgzsoof their universities. All online entries welbeing
recorded in real time. Finally, the responses vaenenloaded from the website in the form of excedeth For
data analysis responses were shifted to SPSS DataxMFor data collection link of the questionmaivas
emailed to 300 faculty members, out of which 24gpomdents filled the online questionnaire. The sasp rate
was 77% and rejection rate is 23%. About 11 respomgere rejected and remaining 231 responses \setkin
analysis and testing of the hypotheses. Theseshbnses were rejected, because, respondents ditletbthe
complete questionnaire.

Table-3.2: Statistics of Respondents from diffetgniversities

University Name Number of Respondents ResponseciRe)
University of the Punjab, Lahore 62 2
Fatima Jinnah University, Rawalpindi 35 3
International Islamic University, Islamabad 44 1
Peshawar University, Peshawar 46 3
Gomal University, Dera Ismail Khan 54 2
Total 241 11

3.4 Statistical Methods

Descriptive statistics were used for summarizatidnthe information like, frequency distribution, ares,

standard deviations etc. Descriptive statisticpdelin explaining the demographic features of #spondents
and ensured that sample is best representativeeopopulation, thus chances of discriminations hasen

removed. For measurement of reliability of the sc@lronbach’s alpha was computed and the main mefaso
calculating Cronbach’s alpha was its generalizbitind acceptability, as it provides a lower bound

reliability of the scale (Nunnally, 1978). The mealue of variables was calculated. Based on maures of
the variables, the regression analysis was perfdrritowever, the decision for accepting or rejectthg

hypothesis was based on the p-value. Hypothesésgpaw 0.05 were accepted.

3. FINDINGSAND ANALYSIS

This study is based on primary data collected fteathers of five universities. Data was analyzedising
SPSS software package version 16.

193



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.7, 2014 IIS E

4.1. Demographic I nformation of the Respondents
Table 4.1: Frequency Distribution of Qualification

Frequency Percent Valid Percent Cumulative Percent
Valid Bachelor 20 8.7 8.7 8.7
Master 83 35.9 35.9 44.6
MS/MPhil 30 13.0 13.0 57.6
PhD 98 42.4 42.4 100.0
Total 231 100.0 100.0

Table 4.1 shows that about 42.4% of the respondest® PhD degree holders, while, about 13% were
MPhil/MS degree holder. It is important to mentiiat 20 of the respondents were bachelor degratehdfor
lecturers, minimum qualification requirement is teasdegree except Engineering, Computer Sciences,
Metallurgy, Material Sciences, Chemical Engineeringechanical Engineering etc. where minimum
requirement is bachelor degree. Thus 20 respondentbout 8.7% were bachelor degree holder.

Table 4.2: Frequency Distribution of Gender

Frequency Percent Valid Percent Cumulative Percent
Valid Male 160 69.3 69.3 69.3
Female 71 30.7 30.7 100.0

Total 231 100.0 100.0

From table 4.2, it can be seen that about 69%eofdbpondents were male and approximately 31% feerale.

Table 4.3: Frequency Distribution of Marital Status

Frequency Percent Valid Percent Cumulative Percent
Valid Married 166 71.9 71.9 71.9
Unmarried 64 27.7 27.7 99.6
Widow 1 4 4 100.0
Total 231 100.0 100.0

Table 4.3 is about marital status, it tells us thajority i.e. 72 % of the respondents were married

Table 4.4: Frequency Distribution of Age

Frequency Percent Valid Percent  Cumulative Percent
Valid Between 20 and 30 68 29.4 29.4 29.4
Between 30 and 40 94 40.7 40.7 70.1
Between 40 and 50 69 29.9 29.9 100.0
Total 231 100.0 100.0

Table 4.4, reveals that about 41% of the resposdeelonged to the age group of 30 to 40 years, hewe
approximately equal contribution was observed feqa group of 20 to 30 years and between 40 to &sye

4.2. Reliability Measurement of the Scale

To check the reliability of instrument, Cronbachlpha was calculated. The reliability of the daiadll of the
variables was more than .70, which shows the stinesfgdata reliability. Nunnally (1978) recommendédt the
data having reliability more than .70, means iteliable. The Cronbach’s alpha for morale of thecters was
.580, which means data was not reliable and inrdaénprove reliability of the data, one item wadaleted at
this stage. So the fifth item i.e. Teachers takdepin this university/institute, was deleted. Aftieleting one
item the reliability for morale of the teacher iroped to .727, which means data’s reliability haprioved from
unacceptable to acceptable range. Complete infwmabout the reliability and number of items ahd ttem
deleted for improvement of the reliability is giventable 4.5.
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Table 4.5: Reliability Analysis of the Data

. Total Cronbach.'s o after Remaining
Variable Alpha (@) with Items deleted ltems
Iltems . Iltems
all items deleted

Integrative 6 .973 Nil 973 6
Obliging 5 .859 Nil .859 5
Dominating 5 .905 Nil .905 5
Avoiding 6 .864 Nil .864 6
Compromising 6 915 Nil 915 6
Morale 5 .580 Fifth 0.737 4

4.3. Tegting of the Hypotheses

In the current study, the researcher has usedssigreanalysis to test hypotheses. However, Pearporduct
moment correlation coefficient was also used towate the strength of relationship between vagisblevel of
significance was measured based on the p-valualatdd and on the base of its value. The decismuta
acceptance or rejection of the hypothesis was nfadghich Analysis of Variance (ANOVA) was perfoeah.

4.3.1 Avoiding Approach and Morale
H;: The first hypothesis of the study was that avaidtype of interpersonal conflict resolution apmioas
positively related with morale of the teachers.

Table 4.6 Descriptive Statistics for.H

Mean Std. Deviation n
MORL 3.4729 .85597 231
AVO 2.6941 .82823 231

Table 4.6 indicate that mean for morale (MORL)lad teachers is 3.4729 with standard deviation .85&8ich
implies that its values deviate from disagree teceagand same type of response can be observedsénota
response for avoiding scale.

Table 4.7: Model Summary for;H

Std. Error of Change Statistics
Adjusted R  the Estimate R Square Sig. F
R R Square  Square Change F Change dfl df2 Change
.286(a) .082 .078 .82190 .082 20.466 1 229 .000

a. Predictors: (Constant), Avoiding

Table 4.7 gives complete picture about the modeshdws R = .286, R= .082, F= 20.466 with p-value = .000,
from these results, we can safely infer that osults supports the hypothesi®. avoiding type of interpersonal
conflict resolution approach is positively relateith morale of the teachers. On the basis of thierimation
given in table 4.7, it is concluded that there @sifive and significant relationship between avoidiype of
interpersonal conflict resolution approach and neooé the teacher.

Table 4.8: ANOVA for H.

Sum of Square: df Mean Square F Sig.
Regression 13.825 1 13.825 20.466 .000(a)
Residual 154.693 229 .676
Total 168.518 230

a. Predictors: (Constant), AVO, b. Dependent VaeiallORL

Table 4.8 show results of the analysis of variaitaequld be observed that that F = 20.466 with @ifand 229,
and p-value = .000. These values indicate that tmgsis has sufficient support from the data armhitnot be
rejected.
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Table 4.9: Coefficients for Hypothesig H

Standardized

Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 4.270 .184 23.160 .000
AVO -.296 .065 -.286 -4.524 .000

a. Dependent Variable: MORL

From table 4.9 the values farandp are 4.270 and -.296, respectively, whereas, tjession equation was:
Y =4.270 -.296X, Wheré} = Morale of the Teacher and X = Avoiding type matieirpersonal conflict resolution
approach.

Decision: On the basis of data analysis, it is concludedttiere is positive and significant relationshipvieen
avoiding type of interpersonal conflict resolutiapproach and morale of the teachers, sohypothesisl is
substantiated and accepted.

4.3.2 Dominating Approach and Morale
H,: Second hypothesis of the study was that domigatype of interpersonal conflict resolution appivas
positively related with morale of the teachers.

Table 4.10: Descriptive Statistics fop H

Mean Std. Deviation n
MORL 3.4729 .85597 231
DOM 2.5385 .91015 231

The above table 4.11 describes the responses aganale and dominating approach scales. It shbatsrhean

value for morale and dominating are 3.4729 and 853espectively. It means majority of the respaorsle
selected disagree or strongly disagree on the s€¢@leminating and contrary to this majority of ttespondents
selected agree or strongly agree on the scale odlendf we include the values of standard deviatioen it is

easy to understand the lower and upper limit, wkhielse variables can obtain.

Table 4.11: Model Summary of,H

Std. Error of Change Statistics
Adjusted R  the Estimate R Square Sig. F
R R Square  Square Change F Change dfl df2 Change
A61(a) .026 .022 .84662 .026 6.109 1 229 .014

a. Predictor: (Constant), DOM

Table 4.11 portrays R = .1612R .026, and p-value = .014, where the value ofidRciates that there is weak
correlation between morale of the teachers and wainig approach of interpersonal conflict resolutio
approach. However, about 2.6% change in moraleeoféachers is caused by dominating approach.

Table 4.12: ANOVA for H.

Sum of Square: df Mean Square F Sig.
Regression 4.379 1 4.379 6.109 .014(a)
Residual 164.140 229 717
Total 168.518 230

a Predictors: (Constant), DOM, b Dependent VéeialdORL

The analysis of variance of the hypothgsssgiven in table 4.12. The hypothesis is acceptegtvalue = .014,
which is less than 0.05. It implies that there igngicant relationship between dominating approdoh
interpersonal conflict resolution and morale of tisachers.
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Table 4.13: Coefficients for H

Standardized

Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 3.858 .165 23.329 .000
DOM -.152 .061 -.161 -2.472 .014

a. Dependent Variable: MORL

Table 4.13 indicates that in regression line 3.858 andg = -.152, which means that there is significant and
positive relationship between these two variabl®e regression line will be downward sloping froeft Ito
right. Then H i.e. dominating type of interpersonal conflictakegion approach is positively related with morale
of the teachers hence 14 accepted. The regression line will be as under:

Y = 3.858 - .152X, Wher& = Morale of the Teacher and X = Dominating apphoat interpersonal conflict
resolution approach.

Decision: Based on data analysis, it is concluded that tiemegative and significant relationship between
dominating type of interpersonal conflict resolatiapproach and morale of the teacherhgpothesis 2 is
substantiated and accepted.

433 Compromising Approach and Morale
Hs: The third hypothesis was that compromising typeterpersonal conflict resolution approach isipesly
related with morale of the teachers.

Table 4.14: Descriptive Statistics fog H

Mean Std. Deviation n
MORL 3.4729 .85597 231
COM 2.9278 .98373 231

Table 4.14 indicates that mean of compromising @g@git was 2.9278 and standard deviation was .98@18h
implies majority of the respondents selected disagr strongly disagree on the 5 points Likertescal

Table 4.15: Model Summary of;H

Std. Error of Change Statistics
Adjusted R  the Estimate R Square Sig. F
R R Square  Square Change F Change dfl df2 Change
.702(a) .493 491 .61071 493 222.832 1 229 .000

a. Predictors: (Constant), COM

Table 4.15 presents comprehensive view of the madebrding to results, the value of R = .702=R493, and

p = .000 respectively, which shows strong corretathetween compromising approach of interpersooiaflict
resolution approach and morale of the teachersva@he for B ~.493 indicates that about 49% of the change in
morale of the teachers is caused by compromisipgoagh of conflict resolution.

Table 4.16: ANOVA for H.

Sum of Square: df Mean Square F Sig.
Regression 83.109 1 83.109 222.832 .000(a)
Residual 85.409 229 .373
Total 168.518 230

a Predictors: (Constant), COM
b Dependent Variable: MORL

Table 4.16 gives information about analysis of aace and shows that on the basis of data, thersuéfieient
evidences that Hcannot be rejected at F = 222.832, and p-valu@0g.
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Table 4.17: Coefficients for

Standardized

Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 1.684 .126 13.321 .000
COM .611 .041 .702 14.928 .000

a. Dependent Variable: MORL

Table 4.17 shows that = 1.684 andB = .611, which means that there is positive retesiop between
compromising approach of interpersonal conflictoheion approach and morale of the teachers. i&l$®
evident that H i.e. compromising type of interpersonal confliesolution approach is positively related with
morale of the teachers, so it is accepted at pevalu000 and the regression line will be left tghtiupward
sloping. Then regression equation will be:

Y = 1.684 + .611X, Wher& = Morale of teachers and X = Compromising approafcimter personal conflict
resolution approach.

Decision: After data analysis, it is observed that therepdsitive and significant relationship between
compromising type of interpersonal conflict resmintapproach and morale of the teacher, therefeeeaccept
thEHg.

4.3.4 Integrative Approach and Morale
H,: was that integrating type of interpersonal catflesolution approach is positively related witbrade of the
teachers.

Table 4.18: Descriptive Statistics fog.H

Mean Std. Deviation n
MORL 3.4729 .85597 231
INT 3.4784 1.33415 231

Table 4.18 highlights the mean and standard dewiaif the dependent variable i.e. morale of thehtteaand
independent variable i.e. integrating approachtrpersonal conflict resolution approach. It cduddseen from
the results that majority of the respondents setkagree or strongly agree on 5 point Likert s@léntegrative
type approach of conflict resolution.

Table 4.19: Model Summary of,H

Std. Error of Change Statistics
Adjusted R  the Estimate R Square Sig. F
R R Square  Square Change F Change dfl df2 Change
.619(a) .383 .380 .67388 .383 142.092 1 229 .000

a Predictors: (Constant), INT

From table 4.19, we can observe that there is gtoomrelation among integrating approach and masékhe
teachers as R = .619. Howevef,=R.383 means about 38.3% of the variation in neocdlthe teachers is caused
by integrative approach and remaining 61.7% ofv#iméation is due to other factors.

Table 4.20: ANOVA for H.

Sum of Square: df Mean Square F Sig.
Regression 64.526 1 64.526 142.092 .000(a)
Residual 103.992 229 454
Total 168.518 230

a Predictors: (Constant), INT, b Dependent VaeiallORL

Table 4.20 shows that the hypothesis 4 can be tagtep p- value .000 and F = 142.092.
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Table 4.21: Coefficients for H

Standardized

Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 2.092 124 16.865 .000
INT .397 .033 .619 11.920 .000

a Dependent Variable: MORL

Table 4.21 indicates that= 2.092 ang = .397, which implies that there is positive rielaship between morale
of the teachers and integrative approach of integral conflict resolution approach. It is furtleencluded that
H, i.e. integrative type of interpersonal conflicsotution approach is positively related with moralethe
teachers, is accepted at p =.000.

Decision: Based on the analysis of results, it is therefmferred that there is positive and significant
relationship between integrative type of interpaedaconflict resolution approach and morale of thacher,
thus ourH, is substantiated and accepted.

4.3.5 Obliging Approach and Morale

Hs: The fifth hypothesis of the study proposed by rbsearcher was that obliging type of interpersaoaflict
resolution approach is positively related with nieraf the teachers.

Table 4.22: Descriptive Statistics fog.H

Mean Std. Deviation n
MORL 3.4729 .85597 231
OBL 2.9221 .81964 231

Table 4.22 points that mean of the responses éosthle used for morale of the teachers is 3.4¥B8ceas for
obliging approach, it is 2.9221. This implies thmaajority of the respondents selected disagree rongly
disagree for obliging approach scale, likewise,arj of them also selected agree or strongly afpeenorale
of the teachers.

Table 4.23: Model Summary ofsH

Std. Error of

the Estimate Change Statistics
Adjusted R R Square Sig. F
R R Square  Square Change F Change dfl df2 Change
.350(a) .122 119 .80361 122 31.949 1 229 .000

a Predictors: (Constant), OBL

From table 4.23, it is observed that R = .350,7R122, F = 31.949, and df = 1, 229, which shoat tbout
12.2% of the variation in morale of the teachergsdssed by obliging approach of conflict resolutiamile
remaining 87.8% is caused by other factors.

Table 4.24: ANOVA for H.

Sum of Square: df Mean Square F Sig.
Regression 20.632 1 20.632 31.949 .000(a)
Residual 147.886 229 .646
Total 168.518 230

a Predictors: (Constant), OBL, b Dependent VigiddORL

The complete picture of analysis of variance igiin table 4.24, which implies that hypothesis &dcepted at
p = .000 and the relationship between obliging tgpeonflict resolution approach and morale of thacher is
supported by the data.

Decision: Therefore, after going through data and analyste@fesults, it is concluded that there is positnd
significant relationship between obliging type aferpersonal conflict resolution approach and neorl the
teacher. So, we accept ddg.
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Table 4.25: Coefficients for H

Standardized

Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 2.405 .196 12.261 .000
OBL .365 .065 .350 5.652 .000

a. Dependent Variable: MORL

Table 4.25 shows the values of coefficients of@sgion equation and indicate that 2.405 andg = .365. This
implies that there is positive relationship betwebtiging and morale of the teachers and the regradine will
be left to right upward sloping. Then regressionatipn for the relationship between obliging and-at® of the
teachers will be:

Y = 2.405 +.365X, Where&y = Morale of the teacher and X = Obliging type ammh of interpersonal conflict
resolution.

4.3. 6 Demographic Factorsand Morale

Demographic characteristics of the respondentstase significant impacts on the morale of the eygés as
referred in the literature review section of thedst therefore, to know the their influence, weoagterformed
regression analyses foi ldnd H.

H,: The 7" hypothesis of the study was that gender is pasijtiand significantly related with morale of the
teachers.

Table 4.26: ANOVA for Gender and Morale

Sum of Square: df Mean Square F Sig.
Regression .238 1 .238 324 .570(a)
Residual 168.280 229 .735
Total 168.518 230

a Predictors: (Constant), Gender
b Dependent Variable: MORL

Table 4.26 represents the values calculated fdysinaof variance and shows that df = 1, 229, B24, and p-
value is .570, which is greater than .05. Thushenbtasis of these evidences we can rightly condluategender
as demographic factor do not have significant i@taghip with morale of the teaching faculty of taversities
in Pakistan.

Table 4.27: Coefficients of Gender and Morale

Standardized

Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 3.382 .169 19.956 .000
Gender .070 122 .038 .569 .570

a. Dependent Variable: MORL

Furthermore, table 4.27 indicates that for regmes®quation the coefficients = 3.382 andg = .070 and
regression equation will be as under:

Y =3.382 + .070X, Wheré& = Morale of teachers and X = Gender

Table 4.28: Model Summary for Gender and Morale

Std. Error of Change Statistics
Adjusted R  the Estimate R Square Sig. F
R R Square  Square Change F Change dfl df2 Change
.038(a) .001 -.003 .85723 .001 324 1 229 570

a. Predictors: (Constant), Gender
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Table 4.28 gives summary of the model for studyirgrelationship between gender and morale ofgaehers.

It shows that R = .038,R=.001, and p > .570 which implies that there &akcorrelation between gender and
morale of the teachers and their data do not stpperhypothesis that there is significant relattip between
gender and morale of the teachers of the univessif Pakistan.

Decision: Based on the analysis of these results, it is, tboiscluded that the relationship between genddr an
morale of the teacher is positive and insignific&td, ourHg is not substantiated, hence it is rejected.

4.3.7 Education Qualification and Morale
The 7" Hswas that Qualification of the teachers in HEIsdsifively and significantly related with morale the
teachers.

Table 4.29: Model Summary for Qualification and [sller

Std. Error of Change Statistics
Adjusted R  the Estimate R Square Sig. F
R R Square  Square Change F Change dfl df2 Change
312(a) .098 .094 .81491 .098 24.766 1 229 .000

a. Predictors: (Constant), Qualification

Model summary for the linear relationship betweerliication as a demographic factor and moralehef
teacher is given in table 4.29 and shows that B12,.R = .098, F = 24.766, and df = 1, 229. Where R 2.31
shows that means there is moderate level of coimalhetween qualification and morale of the teash&he R

= .098, on other hand implies that about 9.8 % hef variation in morale of the employees is causgd b
qualification and remaining 90.2% is caused by othetors.

Table 4.30: ANOVA for Qualification and Morale

Sum of Square: Df Mean Square F Sig.
Regression 16.446 1 16.446 24.766 .000(a)
Residual 152.072 229 664
Total 168.518 230

a Predictors: (Constant), Qualification, b Departd/ariable: MORL

Table 4.30 indicates the F = 24.766 and p = .000¢ctwimplies that the relationship between quadificn and
morale of the teachers is significant and the hypsis that qualification level has significant goakitive
relationship with morale of the teachers of uniiters has sufficient support of the data.

Table 4.31: Coefficients for Qualification and Mlera

Standardized

Unstandardized Coefficients Coefficients
B Std. Error Beta t Sig.
(Constant) 4.203 156 26.919 .000
Qualification -.252 .051 -.312 -4.977 .000

a Dependent Variable: MORL

The above table 4.31, reveals that, at p = .008,vélues for coefficients and p were 4.203, and -.252,
respectively. Then regression equation will beradeu:

Y = 4.203 - .252X, Wher& = Morale of the teachers and X = Qualification

Decision: The data analysis shows that the relationship éetvgualification and morale of the teacher is
positive and significant. Therefore adr is substantiated and accepted.

5. DISCUSSION AND CONCLUSIONS

In the last section, brief discussion on the resalhd findings is made with conclusions, while fatu
implications of the study are also presented. lbliserved by Higgins (1991) that different techeisjand
approaches are used for resolution and managerfi¢in¢ dnterpersonal conflicts in organizations. Sktudy
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was aimed at studying these relationships betwdffereht conflict resolution approaches and mormafehe

teachers and concluded that there is significaldtiomship between these five approaches i.e. iolgig
integrating, compromising, avoiding, and dominatiagd morale of the teachers (Ilto & Brotheridgel20
Grant et al., 2010; Cebeci, 2006). The resulthefstudy were consistent with that of Amason et1®95), who
have found that different types of techniques aedufor management of different types of conflitiswever
this study focused on finding the relationship testw different types of conflict resolution approesiland their
relationship with morale of the teachers. It isrfduhat interpersonal conflict among faculty mersbef the

universities in Pakistan can be resolved using @nthe five approaches of interpersonal conflictotation

however, it depend on the favorable or unfavoraligations. This implies situational theory of mgement
may be kept in mind while deciding about the amtlan of any of the particular or strategy to resol
interpersonal conflict if arise among the acadeamisiin the higher education institutions.

This study found significant relationship amongefi@pproaches of interpersonal conflict resolutiod morale

of the teachers, again our findings are in linehwiite findings of the Rahim (2002), who reporteat th single
technique or strategy is not sufficient to dealhwdbnflicts and there is need to use a combinaifodifferent
strategies to resolve conflicts. To conclude, #ationship of integrative, compromising, obligirtpminating,
and avoiding type of conflict resolution approactthwnorale of the teachers was found significarttjolv is
consistent with the findings and recommendationghef studies of Huczynski & Buchanan (1997); Rahim
(2002); Rahim et al. (2002); Thomas (1997); Veai®90) and Albritton & Shaughnessy (1990). However,
except gender, qualifications have insignificanpatts on the morale of teachers in the HEIs of Raiki

Based on the empirical evidences and findings isf $kudy future researchers need to concentratp ihte
physical and psychological influences on the atétand behavior of the academicians and their itmpacheir
academic performance in HEIs. Following points ney considered by the HEC and administration of the
universities in Pakistan: 1. Administration and mgement of the HEC and universities can use omeooe of

the approaches for resolution of interpersonal latiafamong the faculty members of their university There

is no need to worry about the interpersonal cotsflias these are the source of motivation too emdeguired to

be managed. 3. There is need to understand théotemfy those who are responsible for managingtdlicts
can get maximum benefits from it. Conflicts may f@ productive all the way and such non-productive
conflicts need more intention to resolve and marnagebetter way.
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