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Abstract: The problem of teacher conflict is a part of schools’ human resource management. The aim 
of this research is to understand teacher conflict in higher education institutions. The target population 
(n = 400) was selected from Jiangxi province using a purposive sampling technique. This research 
aims to find the relationship between values and conflict management styles. Results showed that 
teachers with an openness to change and self-transcendence tend to collaborate with their partners. 
Teachers with conservation tend to compromise with their partners. Teachers with self-enhancement 
value tend to compete with their partners. This study provides empirical suggestions for school 
conflicts. 

1 INTRODUCTION 

Influenced by Confucius's thought, Chinese faculties regard "harmonies" as the value standard of 
conflict handling methods. They are avoiding and compromising conflict, reflecting that China’s 
conflict recognition and handling strategy are conservative and backward (Wang Jian, 2008). More 
research has shown that the Chinese prefer an indirect approach to conflict resolution (Morris et al., 
1998; Chin, 2015). The problem is that few studies have focused on conflict management in higher 
education institutions (Cardona, F., 1995). Researchers have realized that value conflict is the main 
source of conflict among university teachers, but few of them discuss it fully. Cross-cultural 
communication between the east and the west will bring new value to teachers. Chinese conflicts of 
office politics come from value differences too. There is a big gap in the understanding and 
management of conflict between domestic scholars and overseas researchers. Both theoretical 
researchers and practical managers of school management generally believe that conflict is extremely 
harmful, which will have an impact on the correct decision-making and normal operation of teaching 
activities. Bower (1986) indicated that conflict management styles are instrumental in higher education 
while overlooked in daily routine work. This study can enrich empirical studies on university faculty 
conflict and guide administrators and teachers' behavior when handling conflict problems. This finding 
will also improve educational practice. 
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2 STYLES OF MANAGING INTERPERSONAL CONFLICT 

Conflict management research can be traced to the late 1960s. The Managerial Grid (Blake and Mouton, 
1964) identified five different approaches to managing conflicts: forcing, withdrawing, smoothing, 
compromising, and problem solving. Then, Thomas (1976) researched conflict and conflict 
management in his work, The Handbook of Industrial Psychology. Rahim (1985) suggested five 
specific styles of handling conflicts: integrating, obliging, dominating, avoiding. Twenty years later, 
Thomas (1992) attempted to separate his conflict approaches from Blake and Mouton and proposed 
five conflict-handling modes: competition, collaboration, compromise, avoiding, and accommodation. 

3 CHINESE CONFLICT MANAGEMENT STYLES 

Chinese people were constrained by principles that they inherited from their grandparents. In this 
circumstance, their behavior was bound by traditional values. Conservation could be the nation’s 
characteristic. The Chinese preferred compromising because their traditional culture emphasized 
harmony and a compromising conflict management style can help to keep harmony. Compromise was 
viewed as an ineffective method of resolving conflict problems in the West. They thought that if small 
problems were still there, bigger problems would occur eventually (Wenli Yuan, 2010). Therefore, 
their preference for conflict management styles was collaboration. They pursue goals (Knutson, 
Hwang & Deng, 2000), not harmony. Therefore, they would collaborate with their partners to reach 
their destinations. 

4 FACTORS AFFECTING STYLES OF INTERPERSONAL CONFLICT AMONG PUBLIC 

UNIVERSITY TEACHERS: VALUE 

From now on, there are abundant theoretical and empirical research findings on the causes of 
organizational conflict. Both Chinese and foreign researchers agree that value differences can be an 
important cause of conflict (Wall and Callister, 1995; Williams, 1985; Lewis Coser, 1976; Wang Qi, 
1998; Wang Cuihuan, 2009; Wang Jian, 2011). As Wang Cuihuan (2009) and Cardona, F. (1995) 
stated, value differences were one of the main sources of university faculty conflict in China. Other 
factors will affect the styles of conflict management. The hierarchy of authority was given high 
attention by the organization's management in the early days. It ranked organizational management 
into different levels of distinct management and workers (Stewart, 1999). Abiodun (2014) defined 
authority relationships as the main causes of interpersonal conflict; sometimes people deliberately 
produce conflict to get power and status in an organization. Rahim et al. (1992) provided some 
guidelines for employees to use appropriate styles of handling interpersonal conflict with their 
supervisors, subordinates, and peers. A diagnosis is necessary to analyses the type of conflict. 
Integrating and compromising styles are useful when dealing with strategic issues. Other modes like 
obliging, dominating, and avoiding are appropriate for tactical and daily issues (Rahim et al., 1992). 
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5 RELATED RESEARCH 

Conflict management stems from western countries since the 1960s. Research on conflict can be found 
in some books on organizational theories (Blake & Mouton, 1964; Thomas, 1976). Chinese scholars 
believed that the study of conflict management in China was translated from western theories (Qiu 
Yizhong, 1996; Hao Weiyuan, 2007; Hou Lizhi, 2008; Zeng Haojie, 2014). At first, many 
achievements mainly focus on the translation and introduction of the theory of organizational conflict 
abroad. For example, in 1989, Sun Liping translated "the Function of Social Conflict" written by 
American sociologist L. Cosai; in 1998, He Yunfeng translated "Conflict Management Theory and 
Practice" written by Australian scholar Peter Condy (Wang Jian, 2008). Later, a little bit of progress 
was made when some scholars began to strive to localize and innovate the principle of organizational 
conflict. Hong Kong and Taiwan scholars developed some conflict research in a certain field in the 
late 1980s. After the 1990s, mainland scholars began to step into this field and got some localization 
conclusions (Wang Qi et al., 2004). The work "conflict management in enterprise organizations" by 
Qiu Yizhong (1998) is regarded as the first work on organizational conflict in mainland China. This 
paper presents a qualitative study on the conflict management system (Wang Jian, 2008). 

With "conflict management" as the key word, 8,435 academic journals, 1,284 academic papers 
(1,156 master's papers, 128 doctoral papers) and 286 foreign language books can be found in the CNKI 
database in China. There are only 9 papers that are about the conflict of university teachers, including 
2 doctoral papers and 7 master's papers, and most of them are concentrated from the year of 2003 to 
the year of 2009. The researcher conclude that China’s research on the conflict of teachers in colleges 
and universities is still in the initial stage. On the contrary, America has made considerable progress 
in the area of campus conflict (Warters, 1995). Their resolution of conflict tends to be institutionalized. 
They preferred judicial boards, arbitration panels, or mediation methods with the intervention of a third 
party. 

6 RESEARCH METHODOLOGY 

This research used a mixed methodology combining quantitative and qualitative methods. The 
researcher will send structured questionnaires to university teachers to get data for quantitative analysis 
(Raimo Streefkerk, 2019). Eight university teachers will be purposively selected from the sample. 
Moreover, semi-structured interviews were used to get detailed information on conflict problems 
among university faculties by using qualitative research methods. The focus of this research was to 
examine the current situation of interpersonal conflicts among university teachers and the relationship 
between interpersonal conflicts and styles of managing conflicts among university teachers based on 
valuable. Data was analyzed to identify the current situation of conflicts among university teachers. In 
order to get more specific data, the researcher considers probability sampling. Furthermore, a stratified 
purposive sampling technique can be applied in this research for an equal chance of choosing potential 
participants. The target population was purposively selected from universities located in Jiangxi 
Province. A total of 400 university faculties were surveyed with a purposive sampling technique. Our 
independent variables are the styles of conflict management. They are competitive, accommodating, 
compromising, avoiding, and collaborative (Thomas, 1992).Our dependent variables are value types, 
including openness to change and conservation (Schwartz, 1992).  
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The population for this study consisted of 400 teachers located in Jiangxi Province. A purposive 
sampling technique will be applied according to the target population.  The questionnaire designed by 
the researcher will be entered into the software of Questionnaire Star for the study.  The second section 
is adapted from the Schwartz Values Survey (SVS).It is considered the current standard measure of 
value (Alex, 2008). Section 3 is revised from the Rahim Organizational Conflict Inventory II (ROCI) 
that was developed to distinguish the styles of handling interpersonal conflict. 

7 CONCLUSION 

The researcher aims to study the relationship between styles of conflict management and value types 
among university teachers. The result showed that there is a positive relationship between value factors 
and styles of conflict management. The correlation analysis demonstrated that value factors affect 
university teachers’ styles of conflict management. The ten dimensions of value indicators do not 
necessarily have a definite corresponding style of conflict management, while the four dimensions of 
classifications are accordingly correlated with collaboration, compromise, and competition. The 
conclusions are: 1) value factors of openness to change lead faculty members to collaborate with their 
partners. Faculty members who would like to collaborate with their partners in a conflict situation 
would be more open to accepting changes in their lives. 2) Conservation-related value factors lead 
faculty members to compromise with their partners. Some faculty members would like to consider 
others’ opinions and live in a safe environment. Their conflict behaviors tend to be conservative. For 
teachers who would like to live in a safe environment, avoiding open discussions would be their first 
choice. 3) Self-transcendence value factors motivate faculty members to collaborate with their partners. 
Teachers who care about the environment would like to exchange ideas with their partners in a conflict 
situation. 4) Value factors of self-enhancement lead faculty members to compete with their partners. 
The regression result of the relationship between self-enhancement and competitive conflict 
management style showed that university teachers who wish to succeed would not like to use their 
power to resolve problems. The result was adverse. The relationship between value types and conflict 
management style among university teachers can be displayed as following: 

Table1: The result was adverse. The relationship between value types and conflict management style among university teachers 

Value types Openness to 
change 

Self-transcendence Conservation Self-enhancement 

Styles of conflict 
management  

Collaboration Collaboration Compromise Competition 

Source: The researcher developed  

University teachers with different value types tend to choose different styles of conflict 
management. Conflict problems can be well solved under collaboration. Therefore, value of openness 
to change and self-transcendence are encouraged. 
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