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ABSTRACT

This study examined the effect of conflict management strategies on organizational

performance, mediated by trust building, within public bureaus of the Oromia Region,
Ethiopia, by employing a quantitative research approach that includes descriptive and
explanatory research design. The study sought to uncover the underlying mechanisms
through which conflict management practices influence organizational outcomes. A
quantitative component involving a survey of 225 managers at different levels employed
descriptive statistics, CFA, and SEM to examine the hypothesized relationships. The
findings revealed a compelling picture of the effect of conflict management strategies on
organizational performance. Specifically, the study demonstrated that cooperative
conflict management styles, such as compromising and integrating, were positively
associated with both trust building and organizational performance. Conversely,
dominating behavior exerted a detrimental influence on these outcomes. Importantly,
the study identified a partial mediating role of trust building in the relationship between
certain conflict management strategies (compromising, integrating, and avoiding) and
performance. These results underscore the critical importance of fostering a
collaborative and trust-based organizational culture within public bureaus in Oromia,
Ethiopia. Public bureaus can significantly improve their performance and achieve desired
outcomes by prioritizing cooperative conflict management approaches and implementing
strategies to enhance trust. The research has some limitations including potential social
desirability bias and contextual nuances. The study implies that exploring the
relationships among conflict management strategies, trust, and performance contributes
to a deeper understanding of organizational behavior dynamics.
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Organizational life is inherently characterized by conflict, which arises from interactions
between people who sense resistance to their goals and values but have interdependent goals
(Rahim, 2011). Because various individuals must work together in organizations to
accomplish common goals, conflicts may arise in both personal and professional contexts. In
order to minimize bad effects and maximize favorable ones, these conflicts must be managed
effectively because they can be both constructive and destructive (Akhtar et al., 2020). Due to
its dual character, conflict can undermine organizational harmony, but when handled
properly, it can also spur innovation and advancement (Rahim, 2011).

Effective conflict management is crucial as it involves strategies that minimize adverse
effects while maximizing beneficial outcomes. Conflict in organizations arises due to
numerous issues that include resource competition, variation in values and beliefs, and
communication breakdown, among others, as indicated by authors such as Omisore and
Abiodun (2014) and Taher et al. (2018). The inevitability of conflict in organizational
settings underscores the importance of developing robust conflict resolution strategies that
can transform potential disruptions into opportunities for growth (Mwaniki & Muathe, 2021).
Moreover, leadership plays a pivotal role in shaping conflict management approaches.
Leaders must possess the skills to navigate conflicts effectively, as their strategies can
significantly impact organizational performance (Mohammed, 2020; Tamunomiebi & Elechi,
2020). Research indicates that managers allocate a substantial portion of their time,
approximately 20%, to resolving conflicts, highlighting the critical nature of this
responsibility (Yi, 2019).

In sub-Saharan Africa, including Ethiopia, conflict resolution has emerged as a pressing
concern for human resource managers due to the increasing prevalence of workplace disputes
(Chu & Fafchamps, 2022). Igbinoba (2016) claims that management executives in Nigeria
are now devoting twice as much effort to resolving employee conflicts as they were ten years
ago. According to Omulo (2017), traditional workplace practices and systems in Kenya are
no longer deemed adequate due to their tendency to foster conflict. These practices and
systems include hierarchical structures, strict divisions of labor, jobs that are narrowly
defined, detailed rules, limited employee involvement, and managerial decision-making,
authority, and control. However, performance in the majority of Tanzanian companies has
declined due to frequent organizational conflict (Masalu, 2015).

Particularly in Ethiopia, conflicts have intensified recently, resulting in serious social
unrest and humanitarian disasters (Yigzaw & Abitew, 2019). This situation calls for a more
thorough comprehension of how conflict resolution techniques can be modified to meet the
particular difficulties faced by organizations in this area. In prior research, effective conflict
management techniques have been linked to improved organizational performance (Akaniji,
2005; Nneka, 2019; Sammy, 2016; Obasan, 2011), indicating that well-managed conflicts can
boost output and promote a cooperative workplace.

Trust building is also increasingly recognized as a vital component in effective conflict
management strategies and organizational performance. Trust enhances team dynamics and
facilitates open communication, which are essential for constructive conflict management
(Asencio, 2016; Paliszkiewicz, 2021; Vanhala & Tzafrir, 2021). The interplay between trust
and conflict management strategies may significantly influence organizational outcomes by
promoting a culture of collaboration and resilience. Organizational trust can be an essential
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factor in improving business performance and a source of sustainable competitive advantage
(Guinot et al., 2013).

The literature indicates that conflict management strategies have two primary effects on
organizational performance: positive and negative effects. However, the current published
literature offers a lot of information about the relationship between conflict resolution
strategies and organizational success. The mechanisms through which trust-building
initiatives and conflict-resolution tactics impact organizational performance are not discussed
in the literature, which is surprising. Further research is required to ascertain the effects of
these strategies on organizational performance. According to Paliszkiewicz et al. (2022),
Lenton and Mosley (2011), and Mayer and Gavin (2005), despite the fact that numerous
research studies have shown a connection between trust and individual performance, the
mechanism underlying this relationship is still unknown.

Several researchers (e.g., Omene, 2021; Tamunomiebi & Elechi, 2020) noted that an
effective conflict resolution strategy ensures good communication, time management, good
cooperation, and organizational performance. Neskertin and Porterfield (2016) are of the
view that managing and handling conflict increases the support of the team members within
the organization. This ultimately affects the performance positively. M’mbwanga (2021),
Akhtar et al. (2020), Omulo (2017), and Ajike et al. (2015) posited that conflict management
strategies and organizational performance found a statistically significant and positive
relationship between them. Thus, organizational performance can be enhanced when the
organization maintains an acceptable level of conflict resolution in the work environment that
helps to coordinate and control the activities of the organization (Agbo, 2020). Ajike et al.
(2015) argued that though conflict is often viewed as negative, it is capable of increasing
organizational innovativeness and productivity, thereby improving organizational
performance.

Conversely, if the dispute is not handled properly, it leads to the destruction of moral
beings on a political, social, and provident level (Dahl, 2023). According to Awan and Saeed
(2014), disagreements can have a variety of negative effects on a company, including low
performance, insubordination, decreased production, financial loss, and fragmentation. In
addition to maintaining open lines of communication between management and employees
and encouraging interpersonal ties among coworkers to raise morale, management must
implement conflict management techniques that enhance the organization's performance.
According to Hicks (2021), not all conflict is bad, but if it is not handled and resolved right
away, even a small argument between two individuals might worsen. Further, their research
showed that conflict is very much a part of organizational life and a common occurrence at
work.

In Ethiopia's Oromia Regional State, bureaucracies play a critical role in public service
delivery and regional development (Daba, 2020). According to Daba (2020), yet, the
effectiveness of these bureaucracies can be significantly hampered by ineffective conflict
management strategies. While prior studies such as Gomathy et al. (2022), Mwaniki and
Muathe (2021), and Akhtar et al. (2020) have explored conflict management in various
organizational settings globally, there remains a notable gap in research specifically
examining its dynamics within public sector bureaus in Ethiopia. Specifically, the absence of
context-specific research leaves a critical knowledge gap: how can conflict management
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strategies be effectively tailored to navigate the complex interplay of ethnic diversity, socio-
political instability, and bureaucratic function in Oromia (Mengist, 2020; Van Hecke et al.,
2021). Furthermore, the potential mediating role of trust-building efforts in this specific
environment is largely unexplored. In a region where trust has been significantly eroded by
conflict, understanding how to rebuild it and leverage it to enhance organizational
performance is paramount (Apriliyati & Pasan, 2024; Ghossein & Rana, 2022). This gap
invites further investigation into how trust-building efforts can mediate the relationship
between conflict management strategies and organizational performance.

Thus, this study aims to investigate the complexities of conflict within selected bureaus of
the Oromia Regional State by assessing their nature and specific conflict management
strategies and their effect on organizational performance using the Thomas-Kilmann Conflict
Mode Instrument (TKI). Additionally, it evaluates the current conflict management strategies
and investigates how trust building can create an environment conducive to constructive
conflict management. By addressing these paradoxical ideas surrounding conflict's role in
organizations, this research seeks to provide valuable insights into developing effective
strategies that enhance bureaucratic efficiency and contribute to the broader development
goals of the Oromia Regional State. The following research questions were addressed:

1. How do conflict management strategies affect the performance of selected public

bureaus in the Oromia Regional State?

2. How does trust building mediate the relationship between conflict management

strategies and performance?

Literature Review

Concepts of Conflicts

According to Zhao and Chen (2014), the notion of conflict differs greatly between the various
fields of physics, mathematics, biology, psychology, economics, political science, and
organizational behavior. Adopt the definition of conflict in the organizational behavior area
for this study. According to Thomas (1992), conflict starts when one party believes that
another has raised or is going to raise a concern of theirs or the party. Conflict arises when
individuals or groups believe another person's actions harm their interests (Labovitz, 1980).
The process that starts when one party believes another party has impacted or is going to
negatively impact something the first party cares about is known as conflict, according to
Robbins and Judg (2017). Conflict refers to the moment in a continuous activity when
interaction turns into disagreement.

Easterbrook et al. (1993) also stated that a fundamental aspect of collaborative work is that
individuals are not identical and will approach the same task with differences in their
expectations, goals, and preferred working styles. They will have different amounts of time to
commit to the resolution of a problem and even different notions of what the problem is.
These differences will, at times, lead to conflict. Thus, conflict, which is a natural outcome of
human interaction, begins when one individual perceives that their goals, attitudes, values, or
beliefs are incongruent with those of another individual (Rahim, 2000).
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Theoretical Frameworks

Thomas-Kilmann Conflict Mode Instrument (TKI)

The Thomas-Kilmann Conflict Mode Instrument (TKI) is a widely recognized tool developed
by Thomas in 1974 to assess an individual's preferred conflict management style. The TKI
categorizes conflict management strategies into five distinct styles: competing, collaborating,
compromising, avoiding, and accommodating. Each style represents a different approach to
handling conflict based on two dimensions: assertiveness and cooperativeness (Thomas,
1974).

Dominating: This style is characterized by a high degree of assertiveness and low
cooperativeness. Individuals using this approach aim to win the conflict at the expense of
others; often employing power dynamics or authority to achieve their goals (Thomas, 1974).
Integrating: This style reflects both high assertiveness and high cooperativeness. It involves
working together with others to find a mutually beneficial solution that satisfies all parties'
needs, fostering open communication and trust (Thomas, 1974).

Compromising: This approach represents moderate levels of both assertiveness and
cooperativeness. Individuals using this style seek a quick, mutually acceptable solution that
partially satisfies both parties, often involving concessions (Thomas, 1974).

Avoiding: Characterized by low assertiveness and low cooperativeness, this style involves
sidestepping the conflict altogether. Individuals may withdraw from the situation or delay
addressing the issue, which can lead to unresolved tensions (Thomas, 1974).

Accommodating: This style is marked by low assertiveness and high cooperativeness.
Individuals prioritize the other party's needs over their own, often yielding in order to
maintain harmony and relationships (Thomas, 1974).

The TKI has been extensively used in various organizational settings, including public
organizations. By applying the TKI to public sector employees, organizations can gain
insights into the dominant conflict management styles within their workforce. This
knowledge can be used to identify potential areas for improvement, such as training programs
to develop more effective conflict resolution skills (Awan & Saeed, 2014). For instance, a
study by Berhanu (2014) indicated that compromising is often the dominant strategy used in
Ethiopian schools, suggesting a cultural inclination towards finding a middle ground in
conflicts. This aligns with the TKI's premise that understanding one's conflict style can
facilitate more effective interactions among team members. Furthermore, integrating
collaborative approaches can enhance teamwork and communication within public
organizations, leading to improved problem-solving capabilities and overall performance
(Gomathy et al., 2022). Moreover, as public organizations increasingly emphasize
transparency and accountability, adopting collaborative strategies can foster trust among
employees and stakeholders. Trust is essential for effective collaboration; thus, utilizing the
TKI can help organizations develop training programs that enhance collaborative skills
among employees (Asencio, 2016).

Therefore, this study used the TKI theory to investigate conflict management strategies
and organizational performance in public bureaus of the Oromia regional state, Ethiopia.
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Resource-Based View (RBY)

The resource-based view (RBV) is a strategic management theory that proposes that a firm's
competitive advantage stems from its unique bundle of resources and capabilities (Barney,
1991). These resources can be tangible, such as physical assets, or intangible, such as human
capital, brand reputation, and organizational culture. According to RBV, organizations should
focus on leveraging their unique resources, such as human capital, organizational culture, and
technological capabilities, to achieve better performance outcomes than their competitors.
This perspective shifts the focus from external market conditions to the internal capabilities
of the organization, suggesting that effective management of these resources is crucial for
long-term success (Wernerfelt, 1984).

Public organizations can utilize technological advancements as a resource to enhance
service delivery and operational efficiency. For example, implementing digital platforms for
communication and service provision can streamline processes and improve citizen
engagement (Heeks & Bailur, 2007). By leveraging technology effectively, public
organizations can create value for stakeholders while optimizing resource utilization.
Additionally, RBV emphasizes the importance of building relationships with stakeholders as
a critical resource. Public organizations can engage with citizens, community groups, and
other stakeholders to gather feedback and foster collaboration. This engagement not only
enhances transparency but also helps organizations align their services with community needs
(Bryson et al., 2013). Public organizations can improve their legitimacy and accountability by
viewing stakeholder relationships as valuable resources.

Effective conflict management strategies within public organizations can be viewed
through the lens of RBV. Public entities can mitigate the negative impacts of conflicts on
performance by identifying and developing conflict resolution capabilities as an
organizational resource (Mwaniki & Muathe, 2021). This includes training employees in
various conflict management strategies, such as collaborating or compromising to foster a
more harmonious work environment.

Therefore, this study used the RBV model to measure the dependent variable
(organizational performance).

The Trust-Performance Linkage Model
The trust-performance linkage model posits that trust among employees significantly

enhances collaboration and communication, which in turn leads to improved organizational
performance. This model is grounded in the premise that trust serves as a critical facilitator of
effective teamwork and organizational effectiveness (Mayer et al., 1995). Trust is defined as
the willingness of a party to be vulnerable to the actions of another party based on the
expectation that the other will perform a particular action important to the trustor (Mayer et
al., 1995). Research has shown that trust can mitigate the negative effects of conflict by
fostering an environment where open communication is encouraged. When trust levels are
high, employees are more likely to share information, collaborate on problem-solving, and
engage in constructive conflict resolution (Dirks & Ferrin, 2002). This positive dynamic not
only enhances individual performance but also contributes to overall organizational
effectiveness.
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In the context of public organizations, the trust-performance linkage model can be
particularly beneficial for several reasons. Public organizations often involve multiple
stakeholders with varying interests. Trust among employees facilitates collaboration across
departments and teams, leading to more effective service delivery and problem-solving
(Asencio, 2016). Trust fosters open lines of communication, which are essential for
addressing conflicts constructively. In public organizations where bureaucratic structures may
impede communication, building trust can help break down silos and encourage dialogue
(Bryson et al., 2013). This is crucial for ensuring that conflicts are managed effectively and
do not escalate into larger issues that could hinder organizational performance.

Furthermore, the model suggests that trust may act as a mediator between conflict
management strategies and organizational performance. Effective conflict management
strategies that promote trust can lead to better performance outcomes by ensuring that
conflicts are addressed constructively (Asencio, 2016; Guinot et al., 2013). This underscores
the importance of integrating trust-building initiatives into conflict management training
programs for public sector employees.

Therefore, as the conceptual model of the study depicted in Figure 1 shows, this study
used the trust-performance linkage model to measure the mediator variable (trust building).

Figure 1
Conceptual Framework of the Study

Trust
Building

Compromising

Integrating

Dominating

Avoiding

Source: Authors’ Conception based on reviewed literature (2024)

Performance

Hypothesis Development

Integrating Strategy and Organizational Performance

The integrating conflict management strategy, also known as the collaborative or problem-
solving approach, emphasizes cooperation and open communication between conflicting
parties to find mutually beneficial solutions (Thomas, 1974). Research indicates a strong
positive relationship between the use of integrating strategies and organizational



362 Soressa et al.

performance. For instance, integrating strategies promotes teamwork and enhances employee
commitments, which are crucial for achieving organizational goals (Abazeed, 2017).
According to Chukwuemeka et al.'s (2022) research on conflict resolution strategies and
workers' commitment in selected oil companies in Rivers State, these two factors are strongly
positively correlated. In particular, integrating, accommodating, and compromising conflict
management strategies increase employees' commitment to the chosen oil businesses in
Rivers State.

Integrating strategies foster open communication among staff members, which in turn
promotes teamwork. This is crucial in public organizations, as efficient service delivery
requires cross-departmental coordination (Bryson et al., 2013). Higher levels of job
satisfaction among employees can result from the application of integrating methods.
Commitment to the organization rises when people believe their opinions are heard and that
they are involved in decision-making (Dirks & Ferrin, 2002). Employee morale has a direct
impact on service quality, which makes it especially crucial in public enterprises. Using
techniques that address the underlying causes of conflicts rather than just their symptoms
promotes positive conflict management. Thus, it made the following hypothesis:

Hia: Integration strategy positively and significantly influences organizational performance.

Accommodating Strategy and Organizational Performance

The accommodating or obliging conflict management strategy involves prioritizing the
needs and concerns of others over one's own. This approach is characterized by a willingness
to suppress personal differences and accept the requests of the other party, often to maintain
harmony within the organization (Schermerhorn et al., 2000). While accommodating can
foster strong interpersonal relationships and a collaborative atmosphere, its impact on
organizational performance is complex and multifaceted.

Research has shown that accommodating strategies can lead to immediate conflict
management and improved relationships. For instance, Rahim's (2002) research highlights
that accommaodating can improve group cohesion and trust among team members, which are
crucial components of effective teamwork. Therefore, it hypothesized that:

Hib: Accommodating strategy positively and significantly influences organizational
performance.

Dominating Strategy and Organizational Performance
The dominating strategy also referred to as a competing or forcing strategy, is characterized

by a high concern for one's own interests and a low concern for the interests of others. This
approach is often described as a win-lose situation, where one party seeks to achieve its goals
at the expense of another (Thomas, 1974). While this strategy can lead to quickly managing
conflicts, its long-term implications for organizational performance are complex and often
negative.

Research has shown that the use of dominating strategies can have mixed effects on
organizational performance. For instance, Longe (2015) highlighted that non-integrative
conflict management strategies, including competition and dominance, had a statistically
significant negative effect on organizational performance. This finding suggests that while
dominating strategies may yield immediate results in certain situations, they can also foster
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resentment and conflict among team members, ultimately undermining collaboration and
trust. Conversely, M’mbwanga (2021) found a significant positive relationship between
dominating strategies and performance in specific contexts. This indicates that in competitive
environments where assertiveness is valued, such as sales or high-stakes negotiations,
dominating strategies may enhance performance by driving results and achieving objectives.
This duality suggests that the effectiveness of dominating strategies may depend on
contextual factors such as organizational culture, the nature of the conflict, and the specific
goals of the organization. Therefore, it hypothesized that:

Hic: A dominating strategy negatively and significantly influences organizational
performance.

Avoiding Strategy and Organizational Performance

Research indicates that the avoiding strategy can have both positive and negative effects on
organizational performance, depending on the context and frequency of its use. For instance,
Tabassi et al. (2019) found that in multicultural project teams, avoiding conflict management
styles can sometimes lead to positive outcomes by preventing escalation and allowing time
for reflection. This suggests that in certain situations, particularly where emotions run high or
when immediate resolution is not feasible, avoidance can serve as a short-term strategy to
maintain team cohesion.

However, other studies highlight the potential downsides of relying on avoidance as a
primary conflict management strategy. For instance, Longe (2015) indicates that non-
integrative conflict management strategies (competition, domination, and avoidance) had a
negative statistically determinate effect on organizational performance. M’mbwanga (2021)
also reported a significant negative relationship between avoiding strategies and overall
organizational performance in microfinance institutions. Thus, it made the following
hypothesis:

H1d: Avoiding strategy negatively and significantly influences organizational performance.

Compromising Strategy and Organizational Performance
The compromising strategy in conflict management is characterized by a willingness to find a

middle ground where all parties involved are somewhat satisfied with the outcome. This
approach often involves mutual concessions and is particularly useful in situations where
parties have important goals but do not require the use of more assertive methods (Okumbe,
2001). While compromising can lead to temporary resolutions, its effectiveness in enhancing
organizational performance has been the subject of various studies.

Research indicates that the compromising strategy can have both positive and negative
effects on organizational performance, depending on the context and frequency of its
application. For instance, Ndulue and Ekechukwu (2016) noted that while compromising is a
popular strategy for resolving conflicts, it often results in only temporary solutions.
Moreover, Aziziha et al. (2014) explored various conflict management strategies, including
compromise, and found that cooperation and compromise could significantly contribute to the
development of a cooperative culture within organizations. Therefore, it is hypothesized that:
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Hie: Compromising strategy positively and significantly influences organizational
performance.

The Relationship between Conflict Management Strategies and Trust,
the Mediating Role of Trust Building

Conflict management strategies play a crucial role in shaping trust within organizations. The
way conflicts are managed can either enhance or diminish trust among employees, which in
turn affects organizational performance. The relationships between various conflict
management strategies and trust, supported by existing literature, are presented below.

The Influence of Compromising Strategy on Trust

The compromising strategy involves finding a middle ground where all parties make
concessions to reach a mutually acceptable solution. Research indicates that this strategy can
enhance trust among team members. For example, Ndubisi (2011) noted that compromising
fosters cooperation and encourages open communications, which are essential for building
trust. When employees feel their needs are acknowledged through compromise, it enhances
their commitment to collective goals. Additionally, other recent finding indicates that
effective communication and a willingness to engage in honest dialogue are crucial for
maximizing the benefits of this strategy (Onyekwere, 2024). Thus, the use of compromising
conflict management strategies significantly contributes to trust-building in public
organizations by fostering cooperation and maintaining positive relationships among
stakeholders. Therefore, it is hypothesized that:

Hza: Compromising conflict management strategy positively and significantly influences
trust building.

The Influence of Integrating Strategy on Trust

The integrating strategy emphasizes collaboration and open dialogue to find solutions that
satisfy all parties involved. Research has consistently shown that integrating strategies
significantly enhances trust within teams (Gomathy et al., 2022). For instance, lyiola and
Rjoub (2020) found that a strong conflict management climate characterized by integrating
strategies positively predicted trust and relationship quality among contractors and owners in
the construction industry. Moreover, when parties perceive that their concerns are genuinely
addressed through integrative approaches, it fosters a sense of mutual respect and
understanding, further enhancing trust (Einarsen et al., 2018). Therefore, it is hypothesized
that:

Hzb: Integrating conflict management strategy positively and significantly influences trust
building.

The Influence of Accommodating Strategy on Trust

Accommodating behavior can foster trust among team members when it is perceived as a
genuine concern for others’ needs. This trust can enhance collaboration and team
communication (Henderson et al., 2016), critical components of high-performing
organizations. When managers demonstrate accommodating behavior, it can enhance
collaboration and communication within teams. However, excessive accommodation may
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lead to resentment if employees feel their own needs are consistently overlooked
(M’mbwanga, 2021). Therefore, it is hypothesized that:

Ha2c: Accommodating conflict management strategy positively and significantly influence
trust building.

The Influence of Dominating Strategy on Trust

Employees may perceive dominating behaviors as oppressive or dismissive of their concerns,
leading to decreased morale and engagement (Rahim, 2010). A study by Du and Graedel
(2011) emphasizes that trust plays a critical role in the negotiation and conflict management
process. Their findings suggest that when dominant strategies are employed, they can
obstruct open communication and collaboration, which are vital for trust development. The
presence of trust is shown to mitigate the escalation of conflicts, reinforcing the idea that
constructive conflict management strategies are more effective in fostering a trusting
environment (Du & Graedel, 2011). Therefore, it is hypothesized that:

H2d: Dominating conflict management strategy negatively and significantly influences trust
building.

The Influence of Avoiding Strategy on Trust

The avoiding strategy involves sidestepping conflict altogether. While this approach may
provide temporary relief from tension, it often leads to unresolved issues that can undermine
trust (M mbwanga, 2021). Employees who perceive avoidance as a lack of engagement may
feel undervalued or unsupported, leading to increased mistrust among team members.
Another research highlighted that avoiding conflict management is associated with a negative
correlation to overall project success and interpersonal relationships within teams. The
preference for avoidance over more constructive approaches can lead to dissatisfaction and
erode trust among team members, as unresolved conflicts tend to fester and create an
atmosphere of uncertainty and distrust (Adavbiele, 2015). Therefore, it is hypothesized that:

Hze: Avoiding conflict management strategy negatively and significantly influences trust
building.

The Influence of Trust on Performance and Its Mediating Role

According to a study by Paliszkiewicz (2021), trust orientation is directly related to
organizational performance, and organizations with higher levels of trust have better
performance outcomes. This highlights the importance of trust as a resource that improves
teamwork and efficiency (Paliszkiewicz, 2021). Karhapéaa et al. (2022) investigated the
dynamics of trust during management changes in the public and private sectors, and their
findings indicate that effective management practices that foster trust result in improved
organizational effectiveness and employee performance. Moreover, the study highlights that
trust not only facilitates smoother transitions during change but also enhances job
performance through better communication and role clarity (Karhap&a et al., 2022).
Therefore, it is hypothesized that:

Ha: Trust building positively and significantly influences organizational performance.
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In the relationship between organizational performance and conflict management strategies,
trust is a crucial mediator. Trust strongly predicts relationship quality and partially mediates
the association between relationship quality and conflict management climate (lyiola &
Rjoub, 2020). According to Najam et al. (2018), a conflict-resolution-friendly workplace
culture increases mutual trust between the parties. Employees are more inclined to trust their
bosses and coworkers when they believe that disagreements are resolved amicably using
collaborative tactics like integrating or compromising. Research conducted in a South Korean
automobile company found that organizational trust significantly contributes to psychological
safety, which in turn reduces group conflict. This indicates that when employees feel trusted,
they are more likely to engage in open communication and collaboration, minimizing
conflicts and enhancing performance (Ugwu et al., 2022). Therefore, it is hypothesized that:

Ha: Trust building mediates the relationship between conflict management strategies and
organizational performance.

Method

This study employed a positivist research paradigm, which allowed for quantitative research
using a variety of methodologies, viewpoints, and assumptions. A quantitative approach was
used, combining both descriptive and explanatory research designs to investigate the
relationship between conflict management strategies, trust-building, and organizational
performance.

Data were collected from managers in public bureaus in the Oromia Regional State
through questionnaires, particularly from 30 public bureaus in focus. Stratified simple
random sampling was used to select a sample of 232 respondents from a total population of
552, which was calculated using Yemane's (1967) sample determination formula.

Data analysis included descriptive statistics, correlation analysis, and structural equation
modeling using SPSS AMOS 23.0. Data quality was ensured through validity and reliability
testing, including content validity, construct validity, and Cronbach's alpha. Ethical
considerations were adhered to throughout the research process to ensure participant
anonymity and confidentiality.

Findings and Discussion

Descriptive Statistics

As shown in Table 1, the descriptive statistics analysis revealed that among the five conflict
management strategies evaluated, compromising emerged as the most frequently utilized
approach (M = 453), followed closely by dominating(M = 4.36). Strategies
of avoiding (Mean = 4.18), accommodating (M = 4.19), and integrating (M = 4.05) were used
less frequently. This aligns with previous research indicating that compromising and
integrating strategies are often favored in collaborative environments, as they promote mutual
benefits and satisfaction among the parties involved (Rahim, 2000).
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Table 1
Descriptive Statistics
M SD Response decision:

Compromising 4.53 71 Strongly Agree
Integrating 4.05 1.07 Agree
Dominating 4.36 .92 Strongly Agree
Avoiding 4.18 1.17 Agree
Accommodating 4.19 1.18 Agree
Trust Building 4.36 1.00 Strongly Agree
Performance 4.42 91 Strongly Agree

Source: Survey Result (2024)

The respondents also expressed strong agreement with trust-building practices, yielding a
mean score of 4.36. This finding supports the notion that trust is a critical component in
effective conflict management, as highlighted by Mayer et al. (1995), who argued that trust
enhances cooperation and reduces the negative impact of conflict. The respondents reported
high levels of organizational performance (M = 4.42). This finding is consistent with studies
suggesting that effective conflict management and trust-building significantly contribute to
improved organizational outcomes (Awan & Saeed, 2014).

Inferential Statistics

Confirmatory Factor Analysis (CFA)

Confirmatory factor analysis was used to confirm the data’'s alignment with the hypothesized
structure of latent constructs and their relationship to observed variables, as well as to
evaluate the measurement model fit and identify items with weak loadings on their intended
factors (See Table 2).

Table 2

Summary of Goodness of Fit Indices
Model © df GFI CMIN/DF AGFI RMSEA SRMR CFl TLI PNFI ECVI
Hypothetical model 1893.79 573 .67 3.30 .62 .10 .08 .72 .69 .59 9.28
Modified modell 121055 462 .75 281 .70 .09 .07 81 78 65 6.72
Modified model 2 121055 462 .77 2.62 72 .08 .07 83 81 66 6.28

Note. AGFI = adjusted goodness of fit index; CFl =comparative normed fit index; df =degree of freedom; ECVI = expected cross
validation index; GFI = goodness-of-fit index; PNFI = parsimony normed fit index; RMSEA = root mean squared error of approximation;
SRMR = standardized root mean square residual; TLI = Tucker-Lewis index.
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Structural Equation Modeling (SEM)
Figure 2 presents the SEM analysis model.

Figure 2
SEM Model
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Analysis of Direct Effect and Hypothesis Testing

Table 3 shows the direct effects of the conflict management strategies on both trust building
and performance in the structural model. The model can test whether these effects are
positive or negative and statistically significant.

The direct effect of conflict management strategies on performance is revealed by the
analysis, which reveals that the conflict management strategies (compromising, integrating,
and accommodating) are positive and statistically significant on performance (B = .11, p <
05, B=.19, p <.05, and B = .47, p < .05), respectively. Based on these results, we accept
hypotheses Hle, Hla, and H1lb. Furthermore, the direct effect of dominating and avoiding
conflict management strategies is both negative and positive and statistically significant on
performance (f =-.25, p < .05, and = .25, p <.05), respectively. Particularly, the reason that
avoiding strategy was positive in this study is that most people in the Oromia region use
avoiding strategy rather than immediate answers and solving conflicts. Based on these results,
we accept hypothesis Hic and reject hypothesis Had.

On the other hand, when we see the direct effect of conflict management strategies on
trust building, compromising and integrating conflict management strategies are positive and
statistically significant on trust building (f = .31, p <.05) and (B = .18, p <.05), respectively.
Based on these results, we accept the hypotheses H2a and H2b. Conversely, the analysis
reveals that the conflict management strategies (accommodating, avoiding, and dominating)
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do not have a statistically significant effect on trust building (all p-values > .05). This
suggests that these strategies do not exert a substantial effect on trust-building within the
context of this study. Thus, based on these results, we reject the hypotheses Hzc, Hod, and
Hoe.

Moreover, when we see the direct effect of trust building on performance, the analysis
reveals that trust building is positive and statistically significant (f = .31, p <.05). Based on
these results, we accept hypothesis Hs.

Table 3
Standardized Regression Weights and Hypothesis Testing
Hypotheses ~ Parameter Estimate Lower Upper p Decision
/Remarks
Hoa Trust building <--- Compromising 31 .16 .52 .00 Accept
Hzb Trust building <--- Integrating .18 .05 .36 .01 Accept
Hac Trust building <---  Dominating -11 -23 .03 .16 Reject
H.d Trust building <--- Avoiding 14 -.00 31 .05 Reject
H,e Trust building <---  Accommodating .05 -.07 .18 41 Reject
Hie Performance <---  Compromising 11 .02 .24 .02 Accept
Hia Performance <--- Integrating 19 .08 .30 .00 Accept
Hic Performance <---  Dominating -25 -37 -15 .00 Accept
H.d Performance <---  Avoiding .22 .09 .38 .00 Reject
Hib Performance <---  Accommodating A7 .33 .61 .00 Accept
Hs Performance <---  Trust building 31 .20 44 .00 Accept

Therefore, this aligns with previous research indicating that integrative strategies,
including compromise and accommaodation, significantly contribute to organizational goal
attainment (Abazeed, 2017; Omulo, 2017; Tabassi et al., 2019; Thomas, 1974). Specifically,
integrating strategies have been shown to promote teamwork and employee commitment,
which are crucial for achieving organizational goals (Dialoke et al., 2017). Similarly, studies
have indicated that accommodating behaviors can positively influence performance when
perceived as genuine (Henderson et al., 2016). Furthermore, studies have indicated that
compromising strategies can positively influence performance. For instance, M’mbwanga
(2021) reported a significant positive relationship between compromise and performance in
microfinance institutions, suggesting that engaging in compromise enhances team
effectiveness.

Analysis of Mediation Effect and Hypothesis Testing

As presented in Table 4, the result shows that trust building is partially mediating the
relationship between compromising and performance as the indirect effects are statistically
significant (B = .09, p < .05). Similarly, the result shows that trust building is partially
mediating the relationship between integrating and performances the indirect effects are
statistically significant (f = .05, p <.05). Furthermore, trust building also partially mediating
the relationship between avoiding and performance as the indirect effects are statistically
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significant (B = .04, p < .05). Accordingly, based on the results, we somehow accept
hypothesis Ha, since three of conflict management strategies mediated by trust building are
significant. These conflict management strategies influence performance indirectly through
their impact on trust building.

Table 4

Mediation Analysis and Hypothesis Testing

Path Total Direct Indirect Remarks

effect effect effect

Compromising>Trust>performance 21+ A1+ .09+ The hypothesis is supported since the indirect effect
is statistically significant

Integrating>Trust>performance .25+ .19+ .05 The hypothesis is supported since the indirect effect
is statistically significant

Dominating>Trust>performance -.29+ -.25* -.03 The hypothesis is not supported since the indirect
effect is not statistically significant

Avoiding>Trust>performance 27~ .22+ .04~ The hypothesis is supported since the indirect effect
is statistically significant

Accommodating >Trust>performance 48" AT .01 The hypothesis is not supported since the indirect

effect is not statistically significant

Note. *p < .05; values in parentheses are standardized estimates and estimated using bootstrapping.

This finding aligns with previous research indicating a strong connection between trust
and performance outcomes. For instance, Paliszkiewicz (2021) highlighted that organization
with higher levels of trust experience better performance due to enhanced cooperation and
efficiency among teams. Similarly, Karhapéé et al. (2022) found that effective management
practices fostering trust lead to improved employee performance and organizational
effectiveness, particularly during transitions. The collective findings underscore the
importance of fostering trust within organizations to enhance the effectiveness of conflict
management approaches and ultimately improve organizational performance (Elgoibar et al.,
2021; Ugwu et al., 2022).

Conclusion

The following conclusions are drawn based on the key findings: The study revealed that
compromising strategy is the most common conflict management strategy employed within
the surveyed public bureaus, followed by dominating, accommodating, avoiding, and
integrating strategies. Among these strategies, compromising and integrating were the most
effective in fostering trust among employees in the bureaus. These conflict management
strategies involve open communication, alternative exploration, and examining differences to
find workable solutions for complex issues.

The findings revealed positive associations between compromising, integrating, and
avoiding conflict management strategies and organizational performance. Conversely, a
dominating approach exhibited a negative impact on performance. Interestingly, performance
appeared to be more strongly influenced by conflict management strategies than trust-
building within the surveyed bureaus. Among the strategies, accommodating showed the
strongest positive effect on performance, followed by integrating, avoiding, and
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compromising. Thus, it concluded that public organizations in Oromia can significantly
enhance performance by prioritizing and promoting cooperative conflict management
strategies, such as compromising and integrating.

The study also revealed that compromising and integrating conflict management strategies
positively influence trust building within organizations. Conversely, accommodating,
avoiding, and dominating strategies did not exhibit a statistically significant effect on trust
building. Therefore, public organizations in Oromia can significantly enhance performance
by prioritizing and promoting cooperative conflict management strategies, such as
compromising and integrating. These approaches not only directly benefit performance but
also foster trust among employees, which further strengthens performance.

Moreover, the study revealed a positive effect of trust building on organizational
performance, suggesting that fostering trust among employees contributes to improved
performance within the bureaus. Interestingly, the study provides evidence for partial
mediation by trust building in the relationship between compromising, integrating, and
avoiding conflict management strategies and organizational performance. While dominating
and accommodating strategies were not mediated by trust-building in their effect on
performance, it is therefore concluded that employing cooperative conflict management
strategies such as compromising, integrating, and avoiding directly benefits performance and
fosters trust-building, which further enhances performance. Conversely, a dominant strategy
directly hinders performance and does not influence trust building. These findings can inform
public sector leadership in adopting appropriate conflict management strategies to optimize
performance and build trust within their organizations.

Theoretical Implications

The main theoretical implications derived from the findings and discussions are: The study
reinforces the relevance of established theories such as the Thomas-Kilmann Conflict Mode
Instrument (TKI), the trust-performance linkage model, and the Resource-Based View (RBV)
in understanding how different conflict management strategies influence trust and
performance. This integration suggests that a comprehensive theoretical framework is
necessary to analyze the multifaceted nature of conflict in organizations.

The varying impacts of different conflict management strategies on trust and performance
underscore the need for a subtle understanding of these strategies. For instance, while
compromising and integrating strategies generally foster trust and improve performance,
dominating strategies tend to have negative effects. This complexity suggests that theoretical
models of organizational behavior should incorporate contextual factors that influence the
effectiveness of these strategies.

The findings suggest that trust acts as a critical mediating factor in the relationship
between conflict management strategies and organizational performance. This highlights the
importance of integrating trust-building mechanisms within conflict management frameworks
to enhance performance outcomes. The findings support the trust-performance linkage model,
highlighting trust as a crucial mediator in the relationship between conflict management
strategies and organizational performance. This emphasizes the need for theories to account
for mediating variables that can enhance or diminish the effectiveness of conflict
management efforts.
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The study reveals a dynamic interplay between trust and performance, suggesting that higher
levels of trust can lead to improved performance outcomes, which in turn can reinforce trust.
This cyclical relationship warrants further exploration in future research to understand its
implications for organizational dynamics.

Practical Implications

Based on the discussions made, one of the practical implications is that organizations should
invest in training programs that emphasize effective conflict management strategies,
particularly those that foster trust, such as compromising and integrating approaches. This
can enhance team collaboration and overall performance. Secondly, implementing initiatives
aimed at building trust within teams such as open communication channels, team-building
activities, and transparent decision-making processes, can create a more cooperative
organizational culture that enhances performance. Thirdly, leaders in the bureaus should be
trained to recognize the importance of trust in their interactions with employees. Leaders can
foster a more engaged and productive workforce by employing conflict management
strategies that prioritize trust-building. Moreover, organizations should assess their specific
context issues, such as culture and industry, when selecting conflict management strategies.
Understanding when to apply avoiding or accommodating strategies can help prevent
potential negative impacts on performance.

Limitations and Future Research Directions

Sample Representativeness: The research employed a sample survey restricted to managers in
the Oromia region. This limits the generalizability of the findings to other regions of Ethiopia
or to different organizational levels within the bureaus (e.g., non-managerial employees).
Future research efforts could benefit from a more geographically diverse sample
encompassing a broader range of employee positions.

Measurement Considerations: Both performance and trust-building were assessed through
subjective self-reported data. While valuable, such data can be susceptible to bias. Future
research designs could incorporate objective performance measures (e.g., productivity
metrics, client satisfaction surveys) alongside subjective assessments to provide a more
comprehensive picture.

Social Desirability Bias: The potential for social desirability bias may have influenced
respondents to report more socially acceptable conflict resolution styles. Future studies could
mitigate this by employing anonymous surveys or observational methods to gather data on
conflict management practices.

Contextual Nuances: The study acknowledges the importance of contextual factors but
does not delve deeply into how the nature of the conflict, the personalities involved, or the
prevailing organizational culture might influence the selection and effectiveness of conflict
resolution strategies. Future research could explore these contextual factors in greater detail
to provide a more nuanced understanding of conflict management dynamics.



International Journal of Organizational Leadership 14(First Special Issue -2025) 373

Declarations

Acknowledgements
Not applicable.

Disclosure Statement
No potential conflict of interest was reported by the authors.

Ethics Approval
This study was approved by the Research and Post Graduate Studies Coordinating Office of
College of Business and Economics, Jimma University.

Funding Acknowledgements
Not applicable.

Citation to this article

Soressa, B. F., Birbirsa, Z. A., & Workie, S. Z. (2025). Shaping organizational success: Do
conflict management strategies drive performance through trust-building in Ethiopian public
bureaus? International Journal of Organizational Leadership, 14(First Special Issue), 355-
376. https://doi.org/10.33844/ijol.2025.60486

Rights and Permissions

©MO

© 2024 Canadian Institute for Knowledge Development. All rights reserved.

International Journal of Organizational Leadership is published by the Canadian Institute for
Knowledge Development (CIKD). This is an open-access article under the terms of the
Creative Commons Attribution (CC BY) License, which permits use, distribution, and
reproduction in any medium, provided the original work is properly cited.

References

Abazeed, R. A. M.(2017). Impact of organizational conflict strategies on organizational commitment at public universities
in the North Region of Jordan. International Journal of Academic Research in Accounting, Finance and Management
Sciences,7(4),182-194. DOI: 10.6007/IJARAFMS/v7-i4/3483

Adavbiele, J. (2015). Modelling the link between conflict management styles, organizational trust, and employee job
satisfaction. International Journal of Scientific Research, 4(12), 121-124. DOI: 10.36713/epral5559

Agbo, M. U. (2020). Effects of conflict management on organizational performance (A Study of Broadcasting Corporation
of Abia State). Journal of Humanities and Social Science, 20(6), 312—-329. https://www.hummingbirdpubng.com/wp-
content/uploads/2020/10/HUJHSS_VOL20_NO6_JUNE2020_-22.pdf

Ajike, A. O., Akinlabi, B. H., Magaji, N. & Sonubi, A. O. (2015). Effect of conflict management on the performance of
financial service organisation in Nigeria: An empirical study of access Bank Plc. International Journal of Economics,
Commerce and Management, 3(7) 260-272. http://ijecm.co.uk/

Akanji, 1. (2005). Perspectives in workplace conflict management and new approaches for the twenty first century. In 1.0.
Albert (Ed.), Perspective on peace and conflict in Africa: Essays in honour of Gen. Abdusalam Abubakar, Ibadan: John
Arches Publishers. https://www.sciepub.com/reference/81804

Akhtar, A., Khan, A., Akhtar, S., & Shafig, M. (2020). Conflict management strategies and organizational performance in
banking sector of Pakistan. Foundation University. Journal of Business & Economics, 5(February), 1-
12.http://fui.edu.pk/fjs/index.php/fujbe/article/view/143

Apriliyati, D., & Pasan, E. (2024). The United Nations Office for the Coordination of Humanitarian Affairs (OCHA)
humanitarian response plan in handling the Afghanistan food crisis. Papua Journal of Diplomacy and International
Relations, 4(1), 29-48. DOI :10.31957/pjdir.v4i1.3290

Asencio, H. (2016). Leadership, trust and organizational performance in the public sector. Transylvanian Review of
Administrative Sciences, Special Issue 2016, pp. 5-22 https://www.researchgate.net/publication/308103572


https://creativecommons.org/licenses/by/4.0/
http://dx.doi.org/10.6007/IJARAFMS/v7-i4/3483
http://dx.doi.org/10.36713/epra15559
https://www.hummingbirdpubng.com/wp-content/uploads/2020/10/HUJHSS_VOL20_NO6_JUNE2020_-22.pdf
https://www.hummingbirdpubng.com/wp-content/uploads/2020/10/HUJHSS_VOL20_NO6_JUNE2020_-22.pdf
http://ijecm.co.uk/
https://www.sciepub.com/reference/81804
https://www.researchgate.net/publication/308103572

374 Soressa et al.

Awan, D. A., & Saeed, S. (2014). Conflict management and organizational performance: A case study of Askari Bank Ltd.
Research Journal of Finance and Accounting, 6(11), 88-102. https://www.researchgate.net/publication/318795798

Aziziha, H., Mousavi, S., Tabatabaee, S., & Khodsetan, A. (2014). Investigating the effect of different conflict
management strategies on brand promise: A case study of banking industry. Management Science Letters, 4(1), 1-4.
10.5267/j.msl.2013.12.008

Barney, J. B. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 99-120
https://doi.org/10.1177/014920639101700108

Berhanu, T. G. (2014). June 2014 addis ababa, ethiopia (Issue June). Addis Ababa University.
https://doi.org/10.3389/fpubh.2022.975507

Bryson, J. M., Croshy, B. C., & Bloomberg, L. (2013). Public value governance: Moving beyond traditional public
administration and the new public management. Public ~ Administration  Review,73(3), 445-456.
https://doi.org/10.1111/puar.12238

Chu, J., & Fafchamps, M. (2022). Labor conflict within foreign, domestic, and Chinese-owned manufacturing firms in
Ethiopia. World Development, 159, 106037. https://doi.org/10.1016/j.worlddev.2022.106037

Chukwuemeka, O. A., Irem, C. O., & Edeh, F. O. (2022). Effect of conflict resolution strategies on workers’ retention in
the public sector. Journal of Public Administration, Finance and Law, 26(11), 52-62. https://doi.org/10.47743/jopafl-
2022-26-05

Daba, N. (2020). Public sector reform for dynamic governance: evidence from selected regional bureaus of Oromia
regional state, Ethiopia. African Journal of Leadership and Development, 5(2), 15-31.
https://www.researchgate.net/publication/367189946

Dahl, R. A. (2023). A preface to economic democracy (Vol. 28). Univ of California Press. 10.1525/9780520341166

Dialoke, 1., Joseph, O. A., & Ogbu Edeh, F. (2017). Entrepreneurship and poverty reduction in Nigeria: Empirical analysis
of industrial layout Coal Camp, Enugu-State, Nigeria. Journal of Educational Policy and Entrepreneurial
Research, 4(0), 3. https://www.researchgate.net/publication/337032341

Dirks, K. T., & Ferrin, D. L. (2002). Trust in leadership: meta-analytic findings and implications for research and
practice. Journal of Applied Psychology, 87(4), 611. https://doi.org/10.1037/0021-9010.87.4.611

Du, X., & Graedel, T. E. (2011). Global rare earth in-use stocks in NdFeB permanent magnets. Journal of Industrial
Ecology, 15(6), 836-843. 10.1111/j.1468-2346.2006.00546.x

Easterbrook, S. M., Beck, E. E., Goodlet, J. S., Plowman, L., Sharples, M., & Wood, C. C. (1993). A Survey of Empirical
Studies of Conflict (Issue January). https://doi.org/10.1007/978-1-4471-1981-4 1

Einarsen, S., Skogstad, A., Rarvik, E., Lande, A. B., & Nielsen, M. B. (2018). Climate for conflict management, exposure
to workplace bullying and work engagement: a moderated mediation analysis. The International Journal of Human
Resource Management, 29(3), 549-570.https://www.researchgate.net/publication/301330465

Elgoibar, P., Munduate, L., & Euwema, M. C. (2021). Conflict management and trust relationships in
organizations. Frontiers in Psychology, 12, 764332. https://doi.org/10.3389/fpsyg.2021.764332

Ghossein, T., & Rana, A. N. (2022). Business environment reforms in fragile and conflict-affected situations: What works
and why? World Bank. https://openknowledge.worldbank.org/entities/publication/b30b2f47-5ebd-57c0-9df8-
b25h7a941e81/

Gomathy, D. C., Lalitha, M. B., Sowjanya, M. C. L., & Jahnavi, M. C. (2022). The effect of human relation in solving
conflicts in an organization. International Journal of Scientific Research in Engineering and Management, 6(02).
https://www.researchgate.net/publication/358444629.

Guinot, J., Chiva, R., & Mallén, F. (2013). Organizational trust and performance: Is organizational learning capability a
missing link?. Journal of Management & Organization, 19(5), 559-582. 10.1007/s11846-014-0164-2

Heeks, R., & Bailur, S. (2007). Analyzing e-government research: Perspectives, philosophies, theories, methods, and
practice. Government Information Quarterly, 24(2), 243-265. 10.1016/j.9ig.2006.06.005.

Henderson, L. S., Stackman, R. W., & Lindekilde, R. (2016). The centrality of communication norm alignment, role
clarity, and trust in global project teams. International journal of project management, 34(8), 1717-1730.
https://www.researchgate.net/publication/309148238

Hicks, D. (2021). Dignity:  Its essential role in resolving conflict. Yale University Press.
https://yalebooks.yale.edu/book/9780300261424/dignity/

Igbinoba, E. E. (2016). Conflict management strategies and academic staff productivity: A study of selected public and
private universities in South-West Nigeria (Ph. D Thesis, Covenant University, Otta, Nigeria) [Doctoral dissertation,
Doktorska disertacija, Covenant University, Nigeria] https://www.researchgate.net/publication/324966725


http://dx.doi.org/10.5267/j.msl.2013.12.008
https://doi.org/10.1177/014920639101700108
https://doi.org/10.3389/fpubh.2022.975507
https://doi.org/10.1111/puar.12238
https://doi.org/10.1016/j.worlddev.2022.106037
https://doi.org/10.47743/jopafl-2022-26-05
https://doi.org/10.47743/jopafl-2022-26-05
https://www.researchgate.net/publication/367189946
https://www.researchgate.net/publication/337032341
https://psycnet.apa.org/doi/10.1037/0021-9010.87.4.611
https://doi.org/10.3389/fpsyg.2021.764332
https://openknowledge.worldbank.org/entities/publication/b30b2f47-5ebd-57c0-9df8-b25b7a941e81/
https://openknowledge.worldbank.org/entities/publication/b30b2f47-5ebd-57c0-9df8-b25b7a941e81/
https://www.researchgate.net/publication/358444629
http://dx.doi.org/10.1007/s11846-014-0164-2
https://www.researchgate.net/publication/309148238
https://yalebooks.yale.edu/book/9780300261424/dignity/
https://www.researchgate.net/publication/324966725

International Journal of Organizational Leadership 14(First Special Issue -2025) 375

lyiola, K., & Rjoub, H. (2020). Using conflict management in improving owners and contractors relationship quality in the
construction industry: the mediation role of trust. Sage Open, 10(1), 2158244019898834.

Karhapaa, S. J., Savolainen, T., & Malkamaki, K. (2022). Trust and performance: a contextual study of management
change in  private and public  organisation. Baltic ~ Journal of = Management, 17(6),  35-51
https://www.emerald.com/insight/content/doi/10.1108/bjm-06-2022-0212/full/html

Labovitz, G. H. (1980). Managing conflict. Business Horizons, 23(3), 30-37.
https://www.sciencedirect.com/science/article/abs/pii/0007681380900512

Lenton, P., & Mosley, P. (2011). Incentivising trust. Journal of Economic Psychology, 32(5), 890-897.
https://doi.org/10.1016/j.joep.2011.07.005

Longe, O. (2015). Impact of workplace conflict management on organizational performance: A case of Nigerian
manufacturing firm. Journal of Management and Strategy, 6(2), 83-92 10.5430/jms.v6n2p83.

M’mbwanga, M. M. (2021). Conflict management strategies and organizational performance (A survey of microfinance
institutions in Nairobi) [Doctoral dissertation, KeMU]. https://repository.kemu.ac.ke/handle/123456789/1249

Masalu, T. (2015). An assessment on the impact of motivation on employee performance in Tanzania: a Case of Tanesco
Tabora regional office [Doctoral dissertation, Mzumbe University]. https://repository.out.ac.tz/1123/

Mayer, R. C., & Gavin, M. B. (2005). Trust in management and performance: Who minds the shop while the employee
Watch the boss?. Academy of Management Journal, 48(5), 874-888. https://psycnet.apa.org/record/2005-1574011

Mayer, R. C., Davis, J. H., & Schoorman, F. D. (1995). An integrative model of organizational trust. Academy of
Management Review, 20(3), 709-734. https://psycnet.apa.org/record/1995-45592-001

Mengist, A. (2020). The human rights commission of ethiopia: challenges and prospects in promoting and protecting
human rights. Human Rights, 10(6). https://www.iiste.org/Journals/index.php/DCS/article/download/52956/54730

Mohammed, Y. B. (2020). Developing constructive and positive conflict resolution mechanism strategies at various
organizational levels. Journal of Cultural and Social Anthropology, 2(1), 20-22.
https://doi.org/10.9734/bpi/sthss/v4/10466d

Mwaniki, G. M., & Muathe, M. A. S. (2021). Organizational conflict management: The all important public universities
performance  strategy  under neglect in  Kenya. European  Scientific  Journal,  ESJ, 17(12),181.
10.19044/esj.2021.v17n12p181.

Najam, U., Ishaque, S., Shoukat, S., Hayat Awan, M., & Ansari, N. Y. (2018). Interactive effect of CCM between the
relationship of workplace bullying, burnout, and turnover intentions. Cogent Business & Management, 5(1), 1422233.
10.1080/23311975.2017.1422233

Ndubisi, N. O. (2011). Conflict handling, trust and commitment in outsourcing relationship: A Chinese and Indian
study. Industrial Marketing Management, 40(1), 109-117. https://research-repository.griffith.edu.au/items/fa2a8d7e-
eeb3-5c1f-aa21-2dc7a912b87e

Ndulue, T. I., & Ekechukwu, H. C. (2016). Impact of conflict management on employees performance: A study of
Nigerian Breweries Plc, lganmu, Lagos State, Nigeria. European Journal of Business and Management, 8(8), 70-76.
10.7176/EJBM/8-8-10.

Neskertin, D., & Porterfield, T. (2016). Conflict management and performance of information technology development
team. Team Performance Management, 22(5/6), 242-256. https://www.emerald.com/insight/content/doi/10.1108/tpm-
05-2016-0018/full/html

Nneka, A. J. (2019). Conflict management and organizational performance. International journal of management and
entrepreneurship, 1(1), 1-22. https://www.emerald.com/insight/publication/issn/1044-4068

Obasan, K. A. (2011). Impact of conflict management on corporate productivity: An evaluative study. Australian Journal
of Business and Management Research, 1(5), 44-49. https://www.ajbmr.com/articlepdf/ajomrv01n0506.pdf

Okumbe, J. A. O. (2001). Human resources management: An educational perspective. Educational Development and
Research Bureau. https://erepository.uonbi.ac.ke/handle/11295/35247

Omene, G. R. (2021). Conflict management strategies as a prerequisite for effective organizational performance: An
exploratory analysis. International Journal of Business & Law Research, 9(4), 187-199.
https://www.seahipublications.org/wp-content/uploads/2024/05/1JBLR-D-17-2021.pdf

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

Omulo, A. G. O. (2017). Ethnicity, governance and socio—economic development in Africa: A case study of Kenya and its
Luo community, 1963-2013 [Doctoral dissertation, School of Government, University of the Western Cape].
https://www.researchgate.net/profile/John-Williams-


https://www.emerald.com/insight/content/doi/10.1108/bjm-06-2022-0212/full/html
https://www.sciencedirect.com/science/article/abs/pii/0007681380900512
https://psycnet.apa.org/doi/10.1016/j.joep.2011.07.005
https://repository.kemu.ac.ke/handle/123456789/1249
https://repository.out.ac.tz/1123/
https://psycnet.apa.org/record/2005-1574011
https://psycnet.apa.org/record/1995-45592-001
https://www.iiste.org/Journals/index.php/DCS/article/download/52956/54730
https://doi.org/10.9734/bpi/sthss/v4/10466d
https://research-repository.griffith.edu.au/items/fa2a8d7e-eeb3-5c1f-aa21-2dc7a912b87e
https://research-repository.griffith.edu.au/items/fa2a8d7e-eeb3-5c1f-aa21-2dc7a912b87e
https://www.emerald.com/insight/content/doi/10.1108/tpm-05-2016-0018/full/html
https://www.emerald.com/insight/content/doi/10.1108/tpm-05-2016-0018/full/html
https://www.emerald.com/insight/publication/issn/1044-4068
https://www.ajbmr.com/articlepdf/ajbmrv01n0506.pdf
https://erepository.uonbi.ac.ke/handle/11295/35247
https://www.seahipublications.org/wp-content/uploads/2024/05/IJBLR-D-17-2021.pdf
https://doi.org/10.6007/ijarems/v3-i6/1351
https://www.researchgate.net/profile/John-Williams-

376 Soressa et al.

Onyekwere, E. (2024). Trust-building and consensus approach to conflict resolution: alternative tactics to strike actions in
Nigeria. ResearchGate. https://doi.org/10.30880/jts.2022.14.01.006

Paliszkiewicz, J. (2021). The importance of building and rebuilding trust in  organizations.
https://toknowpress.net/ISBN/978-961-6914-07-9/papers/S1_269-278.pdf

Paliszkiewicz, J.,, Chen, K., & Launer, M. (2022). Trust and digital business. Routledge.
https://www.taylorfrancis.com/books/edit/10.4324/9781003266525/

Rahim, M. (2000). Empirical studies on managing conflict. International Journal of Conflict Management, 11(1), 5-8.
https://www.emerald.com/insight/content/doi/10.1108/eb022832/full/html

Rahim, M. (2002). Toward a theory of managing organizational conflict. International journal of conflict
management, 13(3), 206-235. https://www.emerald.com/insight/content/doi/10.1108/eb022874/full/html

Rahim, M. A. (2010). Managing conflict in organizations. Publisher, Livingston Campus of Rutgers University.
https://www.taylorfrancis.com/books/mono/10.4324/9781003285861/managing-conflict-organizations-afzalur-rahim

Rahim, M. A (2011). Managing conflict in organizations. Transaction Publishers.
https://www.taylorfrancis.com/books/mono/10.4324/9780203786482/managing-conflict-organizations-afzalur-rahim

Robbins, S. P., & Judge, T. A. (2017). Full-circle learning MyLab (S. Wall, K. Ellis-Levy, E. Adams, & L. Russell (eds.);
17th  ed). Pearson Education Limited.  https://www.pearson.com/en-us/subject-catalog/p/organizational-
behavior/P200000007044/9780137687206

Sammy, C. M. (2016). Influence of implementation of conflict management strategies on employees performance: a case
of Kenya Power Company, Nairobi county [Doctoral  dissertation,  University — of  Nairobi].
https://erepository.uonbi.ac.ke/bitstream/handle/11295/97186/COMPLETE%20PROJECT%20REPORT%20FINAL.pdf
?sequence=1

Schermerhorn, M. L., Birkmeyer, J. D., Gould, D. A., & Cronenwett, J. L. (2000). Cost-effectiveness of surgery for small
abdominal aortic aneurysms on the basis of data from the United Kingdom small aneurysm trial. Journal of Vascular
Surgery, 31(2), 217-226. https://www.sciencedirect.com/

Tabassi, A., Khatibi, A., & Ranjbarian, B. (2019). The impact of conflict management styles on team performance: A
study of multicultural project teams. International Journal of Project Management, 37(5), 675-688.
https://www.sciencedirect.com/science/article/abs/pii/S026378631830252X

Taher, M. A, Das, A. K., & Rashed, M. S. (2008). Conflict management and its impact on organizational performance: A
study on some industrial enterprises in Bangladesh. The Chittagong University Journal of Business
Administration, 23(7), 09-31. https://scholar.google.com/citations?user=OnX2TXYAAAAJ&hl=en

Tamunomiebi, M. D., & Elechi, B. C. (2020). Ethical managerial orientations: emerging issues. European Journal of
Human Resource Management Studies. https://oapub.org/soc/index.php/EJHRMS/issue/view/66

Thomas, K. W. (1974). Thomas-Kilmann conflict mode instrument, Xicom. Inc., Tuxedo, NY.
https://en.wikipedia.org/wiki/Thomas%E2%80%93Kilmann_Conflict_Mode_Instrument

Thomas, K. W. (1992). Conflict and conflict management: Reflections and update. Journal of Organizational Behavior,
265-274. https://www.jstor.org/stable/2488472

Ugwu, J. N., Nwani, C., Okere, K. I., & Agbanike, T. F. (2022). Regulatory impediments to carbon emission mitigation in
Sub-Saharan Africa: the impact of a hostile business environment and high tax burden. Environmental Science and
Pollution Research, 29(29), 43845-43857. https://link.springer.com/content/pdf/10.1007/s11356-022-18694-1.pdf

Van Hecke, S., Fuhr, H., & Wolfs, W. (2021). The politics of crisis management by regional and international
organizations in fighting against a global pandemic: the member states at a crossroads. International Review of
Administrative Sciences, 87(3), 672—690. https:/lirias.kuleuven.be/3395654

Vanhala, M., & Tzafrir, S. S. (2021). Organisational trust and performance in different contexts. Knowledge and Process
Management, 28(4), 331-344. https://onlinelibrary.wiley.com/doi/pdf/10.1002/kpm.1681

Wernerfelt, B. (1984). A resource-based view of the firm. Strategic Management Journal, 5(2), 171-180.
https://www.jstor.org/stable/2486175

Yemane, Y. (1967). Calculations of the sample size. Harper & Row.
https://www.scirp.org/reference/referencespapers?referenceid=2995457

Yi, Y. (2019). Analysis on the current situation of conflict management and future prospects. Open Journal of Business
and Management, 7(02), 1053. https://www.scirp.org/pdf/OJBM_2019042611473444.pdf

Yigzaw, G. S., & Abitew, E. B. (2019). Causes and impacts of internal displacement in Ethiopia. African Journal of Social
Work, 9(2), 32—41. https://www.ajol.info/index.php/ajsw/article/view/192193

Zhao, J., & Chen, Y. (2014). Empirical research on preference for conflict resolution styles of owners and contractors in
China. International Journal of Civil and Environmental Engineering, 8(4), 1175-1184. https://scholar.google.com/


https://doi.org/10.30880/jts.2022.14.01.006
https://toknowpress.net/ISBN/978-961-6914-07-9/papers/S1_269-278.pdf
https://www.taylorfrancis.com/books/edit/10.4324/9781003266525/
https://www.emerald.com/insight/content/doi/10.1108/eb022832/full/html
https://www.emerald.com/insight/content/doi/10.1108/eb022874/full/html
https://www.taylorfrancis.com/books/mono/10.4324/9781003285861/managing-conflict-organizations-afzalur-rahim
https://www.taylorfrancis.com/books/mono/10.4324/9780203786482/managing-conflict-organizations-afzalur-rahim
https://www.pearson.com/en-us/subject-catalog/p/organizational-behavior/P200000007044/9780137687206
https://www.pearson.com/en-us/subject-catalog/p/organizational-behavior/P200000007044/9780137687206
https://erepository.uonbi.ac.ke/bitstream/handle/11295/97186/COMPLETE%20PROJECT%20REPORT%20FINAL.pdf?sequence=1
https://erepository.uonbi.ac.ke/bitstream/handle/11295/97186/COMPLETE%20PROJECT%20REPORT%20FINAL.pdf?sequence=1
https://www.sciencedirect.com/
https://www.sciencedirect.com/science/article/abs/pii/S026378631830252X
https://scholar.google.com/citations?user=OnX2TXYAAAAJ&hl=en
https://oapub.org/soc/index.php/EJHRMS/issue/view/66
https://en.wikipedia.org/wiki/Thomas%E2%80%93Kilmann_Conflict_Mode_Instrument
https://www.jstor.org/stable/2488472
https://link.springer.com/content/pdf/10.1007/s11356-022-18694-1.pdf
https://lirias.kuleuven.be/3395654
https://onlinelibrary.wiley.com/doi/pdf/10.1002/kpm.1681
https://www.scirp.org/reference/referencespapers?referenceid=2995457
https://www.scirp.org/pdf/OJBM_2019042611473444.pdf
https://www.ajol.info/index.php/ajsw/article/view/192193
https://scholar.google.com/

