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CULTURAL ASPECTS OF CONFLICT-STYLE IN CONSTRUCTION:
INSIGHTS THROUGH MINDFULNESS

SUMMARY

This research study stems from the opinion that, there is a need for those individuals
and parties who use the services of the Turkish construction industry, both building
and civil engineering, and those that are engaged in one or other facets of it, to be
involved with individual level implications of the problem of conflict and its
management. Conflict is akin to construction project, given its complex and multi-
cultural nature. The aim is to deepen our understanding of the relationship of culture
and the possible effects of mindfulness to conflict management, in the construction
industry.

Culture is operationalized as integrated ‘learned patterns of behavior’. The
construction sector is well known to be linked with high levels of work-related stress
leading to conflict and dispute. Given the human nature and the stress of meeting
deadlines and tight schedules, there are high levels of interpersonal and
interorganizational conflicts being reported by researchers in the construction
industry. So, understanding the dynamics of human behavioral aspects of conflict
management is vitally important for successful completion of projects. It is also
essential for construction researchers to take aim at key issues related to the human
behavioral aspects of conflict management. Conflict is natural and an inescapable
phenomenon of human interaction and ‘learned patterns of behavior’ is affecting and
can be affected by this interaction. Although numerous studies have been done to
look at the effects of culture on conflict management and resolution of behavior in
organizational settings; however no studies were found in the construction sector that
especially investigate the impact of individual level individualistic and collectivistic
values, namely ‘self-construal’ and individual ‘mindfulness’ construct.

The premise of this explanatory study is to assess the influence of individual-level
cultural values: (individualism / collectivism, namely self-construal) and mindfulness
construct as variables to provide deeper insights and explanations to conflict
behavior which is defined as individual conflict-style. Self-construal has significant
role in explaining or predicting behavior in interpersonal conflict; but it did not
receive enough attention by researchers in construction management field. This is
also the first research study considering mindfulness construct in construction
management field. To fill in this gap, conflict management styles of 185
professionals working for a global roll-out project, in Turkey have been analyzed
using Thomas-Kilmann Conflict Mode Instrument.  Self-construal has been
evaluated by using Balanced Integration-Differentiation self-construal scale.
Mindfulness scores are gathered by five factor mindfulness questionnaire (SFMQ).
The findings indicate that self-construal type as an individual-level cultural variable
and mindfulness is important in explaining the differences in handling types of
interpersonal conflict in construction industry.
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Objectives of the research are:

e to explain effects of individual’s differences in conflict styles in construction
management,

e to understand the relationship between conflict style and pre-existing ‘learned
patterns of behavior’: whether conflict handling style is culture-free or
culture-specific,

e to understand the effects of mindfulness construct between self-construal
(learned patterns of behavior) and conflict-style,

The study focuses on the individual element of social sub-system in the organization,
to their self-construal (individualism/collectivism) values and mindfulness, their
relation to interpersonal conflict-style at the individual level.

Conflict Management literature is reviewed together with Conflict-styles and
implications of culture/self-construal and mindfulness for Conflict styles.

This study offers self-construal and mindfulness as alternative means to better
understand, explain and manage the differences in individual conflict-styles adopted
by construction professionals. By use of a combined questionnaire survey analysis,
firstly the general information, secondly individual self-construal thirdly mindfulness
and finally the conflict-style of professionals are identified. Conflict styles are the
dependent variables, whereas self-construal’s and mindfulness are the independent
variables.

The results are presented by use of statistics and structural equation modelling
(SEM) methods. After summarizing the conclusions, recommendations for industry
practice are given.
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INSAAT SEKTORUNDE CATISMA STILININ KULTURLE iLiSKiSi
VE BILINCLI FARKINDALIK ETKIiSI

OZET

Bu arastirma projesi, Tiirk insaat endiistrisinde yer alan bireylerin ve ¢ok cesitli
gruplarin veya bu gruplarla baglantili olanlarin, ¢atisma ve yonetiminde bireylerin ne
kadar onemli rol oynadigina dikkatlerini ¢ekmek ve ilgilenmelerini saglamak
ihtiyacindan dogmustur.

Calismanin 6ncelikli amaci, bireyler seviyesinde kiiltiirel degerleri benlik kurgusu ve
bilin¢gli farkindalik degiskenleri iizerinden ele alarak kigisel catigma stillerini
degerlendirmek ve boylelikle daha derin bir anlayis gelistirebilmektir.

Insaat sektoriinde calisanlar veya bu alanda arastirma ¢alismalar1 yapanlar, proje
performansini ele alirken, cogunlukla teknik konulara egilmisler ve ne yazik ki insan
faktorlinli cogu zaman arka plana atmiglardir.

Insaat endiistrisi {iriiniin niteligi acisindan diger endiistrilerden oldukca
farklilagmaktadir. Insaatta iiriin tektir ve yerine dzgiidiir. Tasarmm her seferinde
yeniden baglar ve seri liretim s6z konusu degildir. Proje ekipleri her proje icin bir
kereligine belirli bir siire i¢in bir araya gelirler. Boylece sonu¢ olarak, insaat
endiistrisi liretimsel ve organizasyonel yonlerden diger endiistrilerden farklilagir.
Insaat endiistrisindeki organizasyonel arastirmalarda kullanilmak {iizere, bircok farkli
konsept gelistirilmistir. Bunlardan biri olan sosyo teknik konsept insan iligkileri
akimiyla giindeme gelmis, sosyal sistem icinde yer alan sahislarin Onemi
organizasyonun teknik sistemi ile bir arada vurgulanmistir. Bu yaklasimla ¢evresel,
psikolojik ve teknik faktorler bir araya getirilmistir. Binalarin insanlar igin, insanlar
tarafindan ve insanlara hizmet amaciyla tasarlandigi diisiiniiliirse, sosyal sistemin
onemliligini géz ardi etmek imkansizdir. Biitiin bina yapim siireci sosyal sistem
tarafindan etkilenir ve bu siire¢ de doniisiimlii olarak sosyal sistemi etkiler. Buna
catigsmalarin yonetimi de dahildir.

Insaat projelerinin c¢oklu kiiltiire sahip ve c¢ok karmasik yapisina bakildiginda,
catigsma kaginilmazdir. Catigma YOnetimi insanlarin birbiriyle ¢elisen ihtiyaglari, ya
da hedefleri sebebiyle yasadiklari iletisim sorunlarini ve olumsuz duygu durumlari
bulunduran anlagmazliklarini ¢esitli yollarla ¢éziimlemeleridir. Catismalar bireylerin
tercih ettikleri yonetim stiline gére olumlu veya olumsuz sonuglanabilir. Literatiirde
tarif edilen bes catisma stili vardir ve bunlar temel olarak iki boyut iizerinden
degerlendirilerek ele alinirlar. Bu iki boyut bir eksende ¢ikarcilik diger eksende ise
isbirlik¢ilik egilimi ile tarif edilir. Bunlarin farkli sekillerde dengelenmesiyle olusan
bes stil sdyledir rekabet, kaginma, uzlasma, is birligi, uyum.

Bu arastirmada, kiltiir, biitiinlesik ‘Ogrenilmis davranis kaliplari” olarak
islevsellestirilmistir. Insaat sektdrii, tasidig yiiksek is stresi ile bilinir ve bu sebeple
catismalara ve anlasmazliklara ¢okca sahne olur. insan dogasini, uyulmas: gereken
stki 1 programlarm1 ve teslim tarihlerine yakin yiiksek stres ortamlarini
degerlendirerek, arastirmacilar insaat endiistrisinde, kisiler ve organizasyonlar
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arasinda yiiksek seviyeli birgok catismalar oldugunu rapor ederler. Bu sebeplerle,
catigma yonetimini insan davraniglart etkilesimi agisindan ele alarak anlamak
projelerin basartyla sonucglanmasi agisindan oldukga &nemlidir. Insaat sektdriinde
arastirma yapan aragtirmacilarin da c¢atisma yonetimi ile ilgili konulara
yaklagimlarin1 insan davranislariyla birlikte degerlendirmeleri oldukg¢a gereklidir.
Catisma insanlarin etkilesimde kagmilmaz ve dogal bir olaydir ve Ogrenilmis
davranis kaliplarinin yani kiiltiiriin, bu etkilesimde etkisi vardir. Kiiltiiriin ¢atisma
yonetimine etkilerini ve organizasyonlardaki kisisel davranigsal c¢oziimlerini
inceleyen c¢ok sayida calisma olmasina karsin, insaat sektoriinde 6zellikle bireysel
diizeyde bireysel ve ¢cogulcu benlik degerleri iizerinden ele alan yani benlik kurgusu
ve farkindalik {izerinden degerlendiren herhangi bir calisma bulunmamaktadir.

Bireycilik ve toplulukguluk, davranis ve yonetim alaninda yapilan bir¢ok kuramsal
ve deneysel calismalarda kullanilan, temelinde kiltiirel degerler olan farklilasma
boyutlarindandir.

Literatiirde, bireyci (kendilesmis) toplumlarda kisiler aras1 baglarin zayif oldugunu,
toplulukgu (iliskisellesmis) toplumlarda ise, kisinin dogdugu andan bu yana gii¢lii bir
sekilde i¢ grubuna bagli oldugunu ve kisinin hayat1 boyunca bu baglilig1 korumaya
calistigini belirlemektedir.

Bireyler diizeyinde Kkiiltiir, 6grenilmis davranis kaliplar1 olarak islevsellestirilmis,
bireyci veya topluluk¢u benlik kurgusunun bireysel catisma yoOnetimi stilinin
seciminde etkileri incelenmistir. Tiirkiye gibi birgok farkl kiiltiire tarih boyunca ev
sahipligi yapmis olan ve kiiltiirlere koprii olan bir ililkede, hem bireyselci hem de
toplulukgu kiiltiiriin etkileri olabilir. Bu iki deger bir arada farkli dengelerde
bulunabilir. Benlik kurgusuna iliskin Imamoglu’nun gelistirmis oldugu Dengeli
Ayrisma-Biitiinlesme Modeli bu calismada tercih edilen modeldir. Bu model
ayrilmis 6gelerin birbirlerine karsilikli olarak bagimli olmasi gerekliligini savunur ve
bu bagimliligin sonucunda ortaya ¢ikan biitiinlesmis yapinin, dengeli bir yap1 oldugu
goriisiinii temel alir.  Bu g¢alismada yukarida belirtilen 4 farkli benlik tipinden
(Ozerk-Ayrik, Ozerk-iliskisel, Bagimli-Ayrik ve Bagimli-Iliskisel) 3 tanesi ele
alinmis, bagimli ayrik benlik tipi ¢calisma alan1 disinda tutulmustur.

Farkindalik da tipki benlik kurgusu gibi bireysel bir kurgudur. Bilingli farkindalik,
bireyin i¢inde bulundugu anda, kendisinde ve cevresinde olanlar1 oldugu gibi
deneyimlemesini, ve dikkatini ana vererek anda olmasini ve tiim fark ettiklerini
yargilamadan ve reaksiyon gostermeden kabul etmesini ifade eder. Bilingli
farkindalik ¢esitli yontemlerle gelistirilebilir.

Bilingli farkindalik sayesinde bireylerin giiglii duygu durumlarini ve ¢atigsmalar1 daha
etkin bir sekilde yonetebilecekleri belirtilmektedir. Is hayatinda bilingli farkindalik
lizerine yapilan arastirmalarda, farkindaligi yiiksek bireylerin objektif durum
degerlendirmeleri yaparak pozitif bir duygusal tonla, ¢oziime yonelik alternatif
yapic1 yaratict Oneriler gelistirebilecekleri ifade edilmektedir. Bu c¢alismada
bireylerin mevcut farkindalik seviyeleri bes faktor iizerinden degerlendirilerek
Olciilmiis ve tercih ettikleri kisisel catisma stilleri ile iliskisine bakilmistir. Bu bes
faktor sunlardir: gézlemleme, tanimlama, farkina vararak davranma, tepkisiz olma,
yargisiz olma. Halihazirda literatiirde ingaat sektoriinde bilingli farkindalik ve
catisma yonetimi konusunda herhangi bir arastirma ¢aligmas1 bulunmamaktadir.

Bu arastirma projesi kapsaminda agiklayict niceliksel bir ¢aligma siirdiiriilmiistiir.
Organizasyondaki bireylerin kisisel diizeyde c¢atigma stilleri, bireysel kiiltiirel
degerleri (ki bu ¢alismada bireysel veya ¢cogulcu benlik kurgusu olarak ele alinmigtir)
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ve bilingli farkindaliklar1 anketlerle dlgiilmiistiir. Oncelikle, benlik kurgusunun ve
bilingli farkindaligin hem birbirleri hem de catisma stilleri {izerinde etkili oldugu
gdzlenmistir. Ote yandan, énemli bir baska bulgu ise hem bireysel hem de ¢ogulcu
benlik kurgusunun bir arada etkili oldugudur. Onemli bir diger bulgu ise, kiiltiiriin
cesitliligi ve genellemelerden uzak oldugudur.

Calisma bes boliimden olugmaktadir.

Birinci bdliimde arastirmanin konusu, amaci ve Onemi belirtilerek bdyle bir
arastirmaya ihtiya¢ duyulma nedenleri ve arastirma ile elde edilmek istenen sonuglar
ortaya konulmustur.

fkinci boliimde arastirmanin kavramsal cercevesi ¢izilmis ve arastirmada kullanilan
degiskenler belirtilmistir. Catisma yonetimi, ¢atisma yoOnetimi stilleri, kiltiir ve
Ozerk-iliskisel benlik kurgusu, bilingli farkindalik konulari arastirilarak, anilan
degiskenler ile ilgili yaklasimlar ve boyutlandirmalar ¢ergevesinde, daha dnce ayni
degiskenlerin kullanildig1 benzer ¢alismalar incelenmistir.

Uciincii boliimde arastirmanin yontemi agiklanmistir. Arastirmanin modeli, sorular
ve hipotezleri ortaya konularak, hipotezlerin dayandigi kuramsal gercekler
irdelenmistir. Arastirmanin evreni, orneklemi, smirliliklari, arastirmada kullanilan
degiskenlerin iglemsellestirilmesi, Ol¢lim araglari, veri toplama araclari ve bu
araclarin dogrulanmasina yonelik analizlerle, verilerin analizinde kullanilan yontem
ve araglar bu boliimde ifade edilmistir.

Dordiincii boliimde arastirma verileri analiz edilmis ve elde edilen bulgular
aciklanmistir. Orneklemin demografik &zellikleri, drnekleme yonelik betimleyici ve
iliskisel istatistikler ile hipotez testlerinin sonuglar1 ve degiskenler arasi iliskilerin
analiz bulgular1 sunulmustur.

Besinci ve son boliimde arastirma bulgulart degerlendirilerek arastirmanin sonuglar
ortaya konulmustur.
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1. INTRODUCTION

This research stems from the opinion that considering the globalization and the
global companies doing business across boundaries, there is a need of multicultural
interaction with people and their initial cultural environments for the individuals and
parties who use the services of the construction industry. This is a requirement for
both building and civil engineering, and those that are engaged in one or other facets
of it, who are to be involved with social implications of the problem of conflicts and

disputes.

Conflict is a natural and an unavoidable part of the human interaction. Thus, this
study is an attempt to investigate the management of these conflicts on an individual
level by acknowledging the potential effects of culture on attitudes and behavior of
social system individuals. Perspectives are from the point of view of a systems
approach to the social sub-system at individual level with special regard to self-
construal and the potential effects of mindfulness construct on individual conflict-

style.

Conflicts have been considered particularly given that they have been associated as
one of the major causes of poor cost and time performance. The construction
industry is well-known to be linked with high levels of work-related stress leading to
conflict and dispute. Given the human nature and the stress of meeting deadlines and
tight schedules, it is crucial for construction researchers to address key issues related
to the human behavioral aspects of conflict management in the construction industry.
This investigation mainly sought to determine the influences of culture and the
mindfulness construct on individuals’ preference of conflict handling style. It is
important to understand how individuals handle stressful interpersonal relationships
in conflict situations and to recognize the dynamics of interpersonal relations and
possible effects of culture and mindfulness construct essential to the successful

completion of construction projects.

Most of the studies on conflict resolution tend to focus on to what extent cultural

values explain differences in conflict behavior. However, surprisingly, despite this



trend, there seems to be a limited number of published studies related to the subject
in project-based industries, such as construction, which remained under-researched.
Meanwhile, it should also be noted that mindfulness is an untouched concept in

construction management field despite its trending fashion in business.

With all the considerations that should be considered, it is not surprising that, it is
often overlooked that buildings are demanded by people, designed by people, made
by people and used by people, usually for a human purpose.

1.1 Purpose of Thesis

In this research, the aim is to contribute to a better understanding of the influences of
culture and mindfulness on conflict style in construction industry, particularly
considering the influence of individual level individualistic and collectivistic values
(self-construal) and the possible effects of mindfulness construct applied as lenses to
individual conflict handling style. The objective of this explanatory study is to
establish, by use of

Thomas Kilmann Inventory (TKI) instrument to identify individual conflict handling
styles, how the cultural values of professionals of construction businesses relate to
the preference of different conflict-handling styles through individual self-construal

orientation, and mindfulness construct.

1.2 Scope and Objectives of This Research

The social system individuals of the building process were investigated with
particular attention to their conflict styles. This study is focused on individuals as
units of analysis. After the literature review, it was proposed that self-construal is an
alternative mean to better understand, explain and manage the differences in
individual conflict-styles adopted by construction professionals and individual
mindfulness construct has a mediator affect. Using a combined questionnaire survey
analysis, firstly, the demographic structure, secondly, individual self-construal,
thirdly, mindfulness, and fourthly, the conflict-style of individuals are identified. In
this research, conflict styles are the dependent variables, whereas gender, occupation,
work experience, age and self-construals and mindfulness are the independent

variables.



In this study, conflict is operationalised as the interaction of interdependent people
who perceive opposition of goals, aims, and values and who see the other party as
potentially interfering with the realization of these goals. There is a large number of
research on management of conflict and dispute frequency according to traditional
performance measures determined by time cost and quality, and few of them focused
on conflict in relation to culture (learned patterns of behaviour) and individuals, in
construction projects. Although some research has been conducted to identify the
influence of culture (learned patterns of behaviour) on conflict management and
resolution behaviours in organizational settings, no study has been done yet in the
construction industry particularly in considering the influence of individual level
individualistic and collectivistic (self-construal) values. Despite the key role of self-
construal in explaining or predicting behaviour in interpersonal conflict, it has not
received enough attention in construction management. This research aims to bridge
this gap by also bringing a brand new “Mindfulness” consept together to construction

management literature.
Objectives of the research are:

e to explain effects of individual’s differences in conflict styles in construction

management,

¢ to understand the relationship between conflict style and pre-existing ‘learned
patterns of behaviour’: whether conflict handling style is culture-free or

culture-specific,

e to understand the effects of mindfulness construct between self-construal

(learned patterns of behaviour) and conflict-style,

How these objectives were developed and operationalised are the subject of Chapters

2 and 3.

1.3 Organization of the Thesis

This thesis starts with the literature review about conflict management and its
environment in the building process and focuses on the individual element of social
sub-system in the organization, to their self-construal (individualism/collectivism)
values and mindfulness construct and their relation to interpersonal conflict and

conflict handling styles.



Conflict Management literature is reviewed together with Conflict-styles and is
followed by implications of culture/self-construal for conflict styles and the mediator
effects of mindfulness construct. An overview of methodology, findings and

discussions for future research is presented (see Figure 1.1.).
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2. LITERATURE REVIEW

2.1 The Construction Industry

2.1.1 Introduction

Throughout the world, construction industry plays an important role in the
production of goods and services and their employment of millions of people. The
growth in world population and changing social behavior, considering the
globalization and the global companies doing business across boundaries, seem
likely to place greater pressure on the construction industry to perform more

efficiently in the future.

It is pointed out by the members of the society at each opportunity that the
construction sector always bears the brunt of government attacks on inflation, cannot
cope with government reflationary policy as its demand is derived from the demand
for other product and services, it is mostly financed by borrowed money, and, it is
the easiest part of planned capital expenditures to be cut. Design for each new
building begins afresh with each new project. The product is unique, the
construction teams are temporary and gathered once for each new project. Among
other industries, the construction industry is far separate with its production,

organization and especially social sub-system.
2.1.2 Approaches to organizational research

2.1.2.1 Introduction

There are several concepts developed about the organizational research within the
construction industry. Organizations as an open socio-technical system, human
relations, contingency, system approaches, and sociological and scientific methods of
analysis are some of the approaches to management research. With the human
relations movement, the importance of the people in the social system of the work

organizations were emphasized.



2.1.2.2 Social system

The building process is an open system, the social system is that element or sub-
system concerned with people who affect and are affected by the system as a whole.
With all the considerations that have to be taken into account, it is not surprising that,
it is often overlooked that buildings are demanded by people, designed by people,
made by people and used by people, usually for a human purpose. An approach
integrating environmental, socio-psychological and technical factors; known as the
socio-technical system approach was sought by The Tavistock Institute (Emery &
Trist, 1981). The emphasis upon socio-technical sub-systems enables the researcher
focus on proposed changes (like ‘conflicts’ in this research), attempting to
simultaneously modify both the social and technical aspects of the organization to
the benefit of both work satisfaction and productivity. The building process is an
open system, the social system is that element or subsystem who affect and are

affected by the system as a whole.

2.1.2.3 Individual impacts within project organization and construction

management research

When an individual enters to an organization, he brings his complicated needs and
attitudes to the organization (Bumin, 1990). Individuals directly affect the attainment

of the organization's objectives in organizational life.

It is noteworthy that construction management researchers are seldom utilizing the
individuals as the unit of analysis. However, it can only be derived through
individual level constructs to add novel insights and views to critical performance
criteria in the field. Because individual constructs like individuals’ perceptions,
values and behavior can significantly affect organizational choices and efficiency

(e.g. Dickson & Weaver, 1997; Waldman & Yammarino, 1999).

As it has been emphasized by Phua (2012), there is a research gap in construction
management research literature, in terms of individual-level of analysis. Research in
this area traditionally relates to performance measurement of projects and generally
used measures are determined by quality, time and cost. Various theories have been
used for this purpose: transaction cost theory (Williamson, 1991), dependency of
resource theory (Pfeffer & Salancik, 1978), institutional theory (DiMaggio & Powell,
1983; Oliver, 1991) and theory of social exchange and agency (Jensen & Meckling,



1976; Cook & Emerson, 1978). Such theories suggest that decisions are based on the
economic efficiency associated with restricted objective choices. Nevertheless, there
is a growing acceptance that an in-depth understanding of the dynamics of
performance issues can only be achieved objectively, if individual-level concepts are

also taken into consideration (Liu & Walker, 1998).

In studies focusing on performance issues, if human factors (perceptions, values,
behaviors) are incorporated into the project, they are mostly analyzed at the project
or organizational level (Phua, 2012). There is relatively small number of studies on
human, cultural and psychological factors related to construction management. The
importance of “soft management” in construction literature is commonly increased,
but still, the language and conceptual tools to understand and effectively address the

factors are poor (Niccolini, 2002).

According to Nicolini (2002), further research is needed in project management at
the micro level on social and human processes and social factors of projects. He
developed a provisional theoretical framework model and acknowledged with his
research that there is impact on Project performance of good “project chemistry”.
“Project chemistry” means the emotional, behavioral and psychological results of
interaction and also communication. He also notes that it is likely to be influenced by
aspects, like, the technological treatments or commercial applications beyond the
reach of team members. It is based on a comprehensive study that brings a
relationship between group performance as well as group activities (Cohen & Bailey,

1997).

This study aims to contribute to bridging the researches in Construction Management
field by using individual-level self-construals and mindfulness constructs to provide
some insight into the role of cultural values (learned patterns of behavior) when

explaining or predicting conflict-style in construction.

2.2 Conflict and Conflict Management

Conflict is defined as antagonistic interaction of two individuals, where one is
restraining, obstructing or in another way reducing the effectiveness of the other
(Deutsch, 1949). Conflict is an inevitable consequence of human interaction. It

exerts a natural influence on individuals, is endemic to groups and individuals;



indeed, it is a fundamental part of the social process. It must be visualized as a
relationship between or amongst two or more sides, which can in fact be individuals,
groups or organizations. The presence of conflict within any organization is
somewhat inevitable since an organization represents a collection of individuals

(Griffith and Goodwin,2012).

The construction sector is well known to be linked with high levels of work-related
stress leading to conflict and dispute, and interpersonal conflict can be an important
issue for fields such as construction, which are under high work stress (Lingard &
Francis, 2005). Given the human nature and the stress of meeting deadlines and tight
schedules, there are high levels of interpersonal and inter-organizational conflicts
being reported by researchers (i.e., Gardiner & Simmons, 1992, Fenn et al., 1997;
Brockman, 2013) in the construction industry.

Conflicts arising due to disagreements between sides in construction projects are
important issues for the industry. Conflict can be controlled to a level that can
prevent a potential dispute (Fenn et al., 1997). In a project, many conflicts can take
place which can be regarded as the usual generation of project process from

development of a conceptual brief into a detailed design (Gardiner et al., 1994).

Conflict management has been considered as it had been developed into an important
field for organizational behavior (Kazan, 1997). There is greater acceptance of
conflict as an organizational phenomenon and emphasis over its management.
Considering the globalization and the global companies doing business across
boundaries there is a growing interest in management in a cross-cultural context
(Adler & Graham, 1989). This is not yet evident within the conflict management
literature and especially in construction industry (Kiggundu, 1983; Kazan, 1997).
Today, globalization in work environment is expanding rapidly, and so, conflict

management needs a better understanding across cultures (Ma, 2007).

Construction projects gather a number of disciplines, skills, teams and people of
broadly ranging backgrounds and experience which lead to conflict (Gardiner &
Simmons, 1992). When an individual enters into an organization, he brings his
complicated needs and attitudes to the organization (Bumin, 1990). Individuals
directly affect the attainment of the organization's objectives in organizational life

which emphasize the importance of interpersonal conflicts.
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In this study, conflict is operationalized as the interactive relation of interconnected
people who discern the opposing aims, goals, and values and who understand the
other side as having the potential to prevent the achievement of these goals (Putnam
& Poole, 1987). There is a large number of research on management of conflict and
dispute frequency according to traditional performance measures determined by time
cost and quality, and few of them focused on conflict in relation to culture (learned

patterns of behavior) and on individuals, in construction projects.

2.3 Conflict-Styles

Conflict is operationalized as the interactive relation of interconnected people (Poole

and Putnam, 1987).

Conlflict style refers to the typical modes of managing disputes in various settings
(Ting-Toomey et al., 2000). Conflict styles can be described as “patterns in
individual behavior that reappear in various situations” (Gilkey & Greenhalgh,
1986). Conflict styles provide an overall behavioral orientation with regards to
conflict.  Individuals have a predominant conflict style, but it can be arranged
according to the conditions (Hocker & Wilmot, 1995). Thus, conflict style is a
mixture of personal characteristics like personality and cultural background, and is

also situational.

Loosemore et al. (2000) draw from the managerial grid Blake & Mouton (1964) first
used classifying approaches to managing interpersonal conflicts. Blake and Mouton
(1964, 1970) pointed out the similarities and differences among five styles of conflict
management theoretically, proposing that the styles changed in two dimensions:
concern for people and concern for production. Their ideas were further developed
by Thomas (1976) and Rahim & Bonomo (1979). The dual concerns model is the
dominant model in literature. According to this model, individuals select varying
strategies or styles to deal with management of conflict based on some different
variations of two primary concerns: first one is called concern for the self

(assertiveness) and the second concern for the others (cooperativeness).

Thomas & Kilmann (1976) model is one of the best-known dual-concern models.
This model identifies five different conflict-handling styles with two dimensions:

assertiveness and cooperativeness. Assertiveness indicates the extent to which an

11



individual attempt to satisfy his or her own concerns, and cooperativeness indicates

the extent to which an individual attempt to satisfy another person’s concerns.

Theoretical Interrelations Among Five Styles of Conflict Management in
Terms of Two Dimensions

COMPETING COLLABORATING

COMPROMISING

Concern for production
w
.

AVOIDING ACCOMMODATING

Concern for people

Figure 2.1 : Theoretical Interrelations Among Five Styles of Conflict Management
in Terms of Two Dimensions (Source: Van De Vliert & Kabanof, 1990).

The five conflict styles

Competing Collaborating
» @ o
4 z
e o
— 197}
0] ]
2 <
S
B Compromising
k2 ®
L o
: —
O &0
> =
28 9
e g
28 o
<z 2
~ £ Avoiding Accommodating
- @® 2
Uncooperative Cooperative
Cooperativeness >

(Attempting to satisfy the other’s concern)

Figure 2.2 : Two-dimensional taxonomy of conflict handling modes (adapted from
Thomas & Kilmann, 1974, p. 11).
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Five distinct styles of managing the conflicts specified by TKI (Thomas & Kilmann,
1976):

The competing style: The characteristics of this style are assertiveness and
uncooperativeness. In this style, individuals claim their own position at the expense
of other person’s concerns. Also, they use all kinds of power to take possession of
one’s position as well. Basically, attempting to win is justified in this model by all

means.

The accommodating style: The characteristics of this style are unassertiveness and
cooperativeness. This style can be described as the contrary of the competing style.
In this mode, an individual puts another’s concerns ahead of his/her own concerns.
Self-sacrificing is another aspect of this style where the individual accords other

person’s will despite his/her own will or surrendering to other’s perspective.

The avoiding style: The characteristics of this style are unassertiveness and
uncooperativeness. In this style, the individual does not show any effort to satisfy
his/her own or other’s concerns and avoids accepting the existence of the conflict.
This style is observed in diplomatic conflicts in which the individuals take a step
back and gain time to assess the situation carefully, and sometimes by avoiding a

threat.

The collaborating style: It is both pretentious and cooperative (unlike avoidance).
The collaborating consists of trying both persons to work with each other to fully
resolve their concerns. This means coming up with an alternative solution satisfying
the concerns of both parties by assessing the source of worries causing the conflict

on both sides.

The compromising style: this style is characterized by the harmony of assertiveness
and cooperativeness. Finding an appropriate solution to satisfy both individuals as
much as possible is the key point in this style. This style can be considered in the
middle of competing and accommodating styles where accommodating is more
advantageous, and competing is less advantageous then compromising. It contradicts
with the avoiding style in terms of not addressing the conflict, yet it does not dig into
the issue as much as collaborating. In this style, separating the diversities and

focusing on the concessions to find a middle way are the key points.
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According to Rahim (1992), conflict styles are categorized depending on the two
conceptual extents: concern for self and concern for others. The first one indicates
the level of satisfaction (high or low) of an individual’s own conflict interests, while
the second one indicates the level at which one person satisfies the conflict interests
of another (high or low). The combinations of two conceptual dimensions result in
five conflict-handling styles: collaborating, compromising, dominating,
accommodating, and avoiding. In brief, the collaborating style shows high level of
self-concern and concern for others and expresses the will to find a solution. It is the
combination of the individual’s own aims and other’s formed by the negotiations on
the issue. The compromising style aims to reach a common ground through
concessions given by both parties. Neither self-concerns nor concerns for others are
privileged in this style. The dominating style is identified as having a high concern
for self and none for the others. In this style, all ways are suitable for the individual
to dominate the conflict. On the contrary, the accommodating style is defined as
having a high concern for others and none for the self. It focuses on satisfying the
need of another individual at the cost of self-concerns. Lastly, the avoiding style

means denying the existence of conflict and avoiding the whole situation.

These five approaches are recognized by Tsai & Chi (2009) as effective means of
conflict resolution. However, previously Van De Vliert & Hordijk (1989) argued
about only four approaches drawing upon Pruitt & Rubin (1986). According to Van
De Vliert and Hordijk, there is no need to postulate a fifth central style as
compromising, and that compromising is conceptually close to collaboration
according to their findings. Moore (2014) explains an alternative integrative
(collaborative) diagnosis in which parties educate each other about the needs,
interests, and concerns that would need to be addressed in order to achieve a
satisfactory solution to the specified conflict. This interactive process Moore
explains, is strongly in relation to the individuals. It is in fact a stretched
collaborative style of the individuals involved and demonstrates a perfect example
which values individual level input. Hence it is clearly seen that approach to conflict

is in relation to individuals’ intentions which define their conflict-styles.
Assessment of Conflict-style:

For the purpose of the current study, the preferred assessment tool is the Thomas

Kilmann Inventory (TKI) to assess individuals’ conflict management styles. TKI is
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claimed to measure the inclinations and choices declared by individuals (self-
reported preferences) themselves in their use of the five conflict styles as previously
proposed by several Dual Concerns models. Research on the Dual Concerns Model
was highly problematic until the development of the TKI measure. The
inconsistencies in results indicated that problem is potentially related to the tendency
of the subjects to behave in a socially acceptable manner instead of expressing their
real choices of the conflict management styles (Shell, 2001). For example, people
tend to choose collaborating style instead of avoiding consciously, because avoiding
a conflict is not perceived as a good behavior in society. On the contrary, in the TKI
model, the modes are exemplified in thirty paired chains and the subjects are obliged
to select one of the statements between pairs. In the TKI, paired phrases related to
five styles are given to subjects and although the statements are equally preferable or
unpreferable, they are forced to decide between them. This methodology reveals
TKI is highly useful, as it gives no clues in relation to social acceptability of the
statements and it does not prompt subjects to make their choices based on what they

would do in a given conflict, relationship, or social setting.

Another beneficial aspect of TKI assessment tool is that it is build up to prevent any
distort in the responses given by the subjects. For this, a bunch of research studies
were used to develop 30 A/B pair of statements, in which A and B statements are
matched in a way that they are equally preferable. Then, the question “How do you
usually respond when you find your wishes differing from those of another person?”
asked to the subjects and they are required to choose either A or B statements in 30
pairs. With equally preferable options, a respondent cannot manage to select a
statement according to social acceptability. Therefore, they are forced to response
depending on their genuine behavior in such proposed conflict. The competency and
efficiency of developers’ approach used to design this tool was approved later by the
findings of the researches: “For those early assessments, more than 90% of people’s
results could be explained solely by the social desirability of the five modes. For the
TKI assessment, we were able to reduce this response bias to 17%. Quite a

difference!” (Thomas & Kilmann, 1977).

Another major characteristic of the TKI is that it is concentrated on a person’s
behavior in a conflict, rather than focusing on his or her personality traits. Therefore,

the TKI provokes the subjects to choose modes depending on their natural
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inclination, instead of analyzing the most socially acceptable practices in any
disagreement (Shell, 2001). Hence, TKI enables to identify the overriding conflict

style of the individuals which then can be tailored by individuals according to states.

TKI rates high marks from users for its simple administration and ability of revealing
individual differences in modes of Conflict Management. Particularly by assessing
conflict intentions of individuals rather than styles makes TKI a unique instrument
(Womack, 1988). For that reason, TKI steps forward with its less self-bias reflection

in comparison to other self-report scales.

2.4 Culture and its Implications on Conflict-Style

According to Hoebel (1972), “Culture is the sum total of integrated learned behavior
patterns which are characteristics of the members of a society and which are

therefore not the result of biological inheritance.”

“Culture is a collective programming of the mind that distinguishes the members of
one group or category of people from another” (I. Choudhury, Texas A&M

University).

Culture is supposed to have an influence on human behavior when considered as its
environment. It is therefore essential to understand how cultural values affect
conflict handling behavior. The critical question here is whether conflict handling

behavior is culture-free or culture-specific.

According to Triandis (1972), Culture serves as a socially shared knowledge schema

giving meaning to incoming stimuli and channeling outgoing reactions.

We are approaching conflict as “the interaction of interdependent people who
perceive opposition of goals.”. By the integration of “learned patterns of behavior”
which is brought by conflicting parties into this interaction, conflict-style is defined,

proposedly.

A composite measurement technique is developed by Hofstede (1997) to assess the

differences between the cultures of different societies:
. Power distance index: It shows the level of inequality in society.

. Uncertainty avoidance index: It shows the level of intimidation in a society

which is exposed to uncertain or vague conditions.
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. Individualism index: It shows how individualistic a society is. Individualism
is observed in people who are responsible of taking care of solely themselves and
their close family members, and do not have a close relationship with the rest of the
society. The collectivism, the other end of the spectrum, is a strict social structure in
which inter-group distinctions (such as relatives, organizations, etc.) are experienced

and their groups are expected to connect with them in return for absolute loyalty.

. Masculinity index (Achievement vs. Relationship): It measures how assertive
and ambitious a society is based on traits such as possession of wealth and ignoring
the rest of the society (achievement). On the other hand, the opposite of these
behaviors is defined as the femininity (relationship) with traits such as cooperation

and social awareness.

Uncertainty
avoidance

Long-term
orientation

CULTURAL
DIFFERENCES

Individualism
and
collectivism

Figure 2.3 : Five-dimensional model of culture.

Individualism-collectivism was emphasized as a principal dimension by Hofstede
(2001), in which cultures diverge from each other. The cultures in which people
describe themselves with individual identities rather than embracing the identity of
the group or society are considered to be individualistic. Collectivism is dominated
by cooperation and social norms rather than individual needs (Dsilva & Whyte,

1998).
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It is clearly suggested with the research in the literature that conflict-handling
behavior is affected by cultural orientations. Ting-Toomey & Kurogi (1998) explain
that cultural group belonging (nationality, ethnicity, sex etc.) of an individual are the
primary sources of knowledge for him or her to learn about conflict styles. The two
opposed main concepts used to describe such cultural differences are individualism
and collectivism (Hofstede, 1991; Hui & Triandis, 1986; Triandis, 1995).
Individualism, as a weak social structure, is formed by individuals who act
independently from the collective group and prioritize their personal objectives
(Triandis, 1995). Collectivism is a strong social structure that is composed of
interdependent individuals who see themselves as part of one or more collectives
(family, colleagues, tribes, nation) and who are willing to prioritize the goals of the
collectives rather than their own personal goals (Triandis, 1995). The theory of face-
negotiation is developed by Ting-Toomey (1988) to construct the theoretical
relationship between cultural variables such as individualism-collectivism, conflict
styles and facework behaviors using the concept of face. Facework and face theory
focus on problems of self-respect and other consideration issues. Collectives often
use others oriented face saving styles, such as avoiding and obliging to maintain
relational harmony; on the other hand, individualists often use a self-focused face-
saving style, such as dominating to protect their own interests. (Cocroft & Ting-
Toomey, 1994; Ting-Toomey et al., 1991; Trubisky, Ting-Toomey, & Lin, 1991).
Individualist and masculine orientations are related with preferred dominating style
according to He et al. (2001). According to another study by He et al, (2002)
cultures which involve high power distance, collectivism and femininity would favor
accommodating or avoiding approaches. The findings of above studies’, Lewicki et
al. (1992), Sternberg & Dobson (1987) are presented in Table 2.1. Besides, the table
correlates with Hofstede’s five dimensions and the conflict management styles.
Collectivism fosters to employ collaborating and accommodating approaches,
individualism increases the use of dominating and avoiding approaches solely
because of their focus on relatedness and self-fulfillment conjointly (Tsai & Chi,

2009).
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Table 2.1 : Influences of Cultural Orientations to Conflict Styles (Tsai & Chi, 2009).

Cultural dimensions Yalue driven | cLB | DOM | CMP | AVD | ACM
High power distance Status - - - - X
Low power distance Equality - X - - -
High uncertainty avoidance | Harmlessness - - - X -
Low uncertainty avoidance | Pursuit X - - - -
Collectivism Relatedness X - - - X
Individualism Self-fulfillment - X - X -
Masculinity Achievement X X - - -
Femininity Harmony - - - X X
Long-term orientation Flexibility - - X - -
Short-term orientation Steadiness - - - - -

Note: X defines that the specific cultural dimension most likely enhances the
tendency of the pointed dealing while the influence on the tendency of others is

uncertain or less clear.

In this study, the focus is on the self-construal (individualism/collectivism) values to

conflict handling behavior at the individual level.

2.5 Self-Construal and Conflict-Style

Self-construal is the individual-level equivalent of the cultural variability dimension

of individualism-collectivism (Kim, 1994).

Markus & Kitayama (1991) suggest that there are two different types of self-
construal which are independent and interdependent. While having a feeling of
uniqueness and being a singular individual is related to being independent,

interdependent self-construal means viewing oneself as interrelated with others.

The perception of self as an individual or as a part of society is an important factor to
predict the conflict style. This act of self-identification is defined as self-construal by
Singelis (1994). Singelis & Brown (1995) contend that self-construal is an optimal
mean to define the impact of culture on behavior because it is associated with values

and rules set by the society and also the interactions of individuals with their culture.

Hofstede (2001) covered much of the established preference for classifications of
culture in his work. According to his study, cultures differ through individualism-

collectivism dimension which is one of the most essential dimensions. In
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individualistic cultures, individual identity prevails the identity of the group to which
the individual belongs. However, in collectivistic cultures, an individual’s needs and
concerns have less importance compared to the group’s resulting in the inclination to

obey the rules of the society (Dsilva & Whyte, 1998).

In investigating self-construal, the independent self has been determined to relate to
cultural individualism, while the interdependent self has been determined to be found
to relate to cultural collectivism (Gudykunst et al., 1996). Thus, in collectivistic
cultures, individuals are likely to focus more on reconciliation, trying to maintain
harmony, and maintaining face. On the contrary, individuals from individualistic
cultures are expected to pay more attention to satisfying personal needs and prefer a
dominating style. However, despite strict classifications, it is claimed that each
individual embodies both dimensions balanced in themselves not depending on the
cultural identity but the individual himself/herself (Gudykunst et al., 1996; Kim,
1994; Singelis, 1994).

Of relevance to the influence of self-construal on conflict style, Oetzel’s (1998) two
stage experimental survey data consisting of 86 European American and 62 Japanese
international participants shows that the understanding of self as independent is
correlated with dominating, while as interdependent is with avoiding,
accommodating, collaborating, and compromising styles. Besides, it is shown that
investigating the self is better than the situation itself to foresee how an individual
acts in a conflict, which is compatible with other results (e.g. Oetzel, 1998). Also, the
same way, Ting-Toomey et al. (2001) inspected the influences of individual types on
conflict styles among US samples. Their research aimed to provide insight into the
relationship between the conflict styles and the balance of individualism-collectivism
at individual level. In this study, one of the purposes was to establish the impact of
self-construal on the dependent variables of the research which are the conflict styles,
and this is done via a survey containing several questions. The sample consisted of
662 participants. They concluded that individual-level variables like self-construal
better explained differences in conflict styles. Hence it can be seen that self-construal
is a fundamental individual dimension along which learned patterns of behaviors

vary and explain differences in conflict styles.
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According to Voyer & Franks (2014), ‘Self-construal concerns how individuals
understand who they are in relation to the broad set of cultural influences in which

they live’.

Looking at conflict-style from “learned patterns of behaviors™ perspective (culture-
free or culture-specific), individual’s understanding of their self-identity comes into
the picture, as in Voyer & Frank’s (2014) definition. This definition brings an
individual interpretation dimension to self-construal which separates it from
generalizations and classifications like Hofstede’s. This means that, individual’s self-
construal is unique, dynamic and independent from generalized, classified or unified

terms of learned patterns of behaviors.
Assessment of self-construal:

The essence and premises of self-construal are investigated by Voyer & Franks
(2014) and based on this investigation, it is described as a process through which an
individual goes, instead of a type of knowledge based on his/her self-perception.
Thus, it is suggested that self-agency (self-individualism) is the most fitting
viewpoint to evaluate the distinction between independent and interdependent self-
construal. How people perceive their actions which are either based on solely
themselves or depending on the others, is the concern of this viewpoint. The complex
nature of self-construal is noted as essential, considering the individuals’ demand and
use of a combination of both individualism and collectivism (Imamoglu, 2003;

Baumeister & Leary, 1995; Kagitcibasi, 2005).

Terms that are used to imply individualism and collectivism hold a central position in
the literature on self-construal (e.g. Guisinger & Blatt, 1994; Markus & Kitayama,
1991). However, the debate on the nature of the relationship between these key
orientations will continue. Otherwise, they are assumed to represent bipolar
opposites  such  as individualism/collectivism  (Triandis,  1988)  or
interdependence/independence (Markus and Kitayama, 1991). To the contrary, they
are assumed to exist together in complementary nature (Guisinger & Blatt, 1994;

Helgeson, 1994; Imamoglu, 1987, 1998; Ryan, 1991; Sato, 2001).

Individuals use and need of both types of dimension has been the basis of BID model
developed by Imamoglu (1998) and referring to its balanced and integrative approach

it has been the preferred instrument in this research.
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Evaluating an abstract construct such as “self” in an absolute way is a challenging
task. Several methods have been applied by researchers studying on this issue
(Triandis et al., 1990). For example, two systems were created to evaluate these
terms: The Self-Construal Scale and the Twenty Statements Test (Singelis, 1994;
Kuhn and McPartland, 1954). These scales represent bipolar conceptualization of
unidimensionality (Imamoglu, 1998). However, it is not possible to identify the
people of a specific community as solely individualistic or collectivistic reference to
uniform definitions of culture of a particular society (Kashima, 1987; Sinha &

Tripathi, 1994).

BID Model developed by Imamoglu (1995, 1998) basis on the need for both types of
self-construal. It gives a wider perspective for a deeper comprehension of self-
construal types and their complementary nature for positive, creative conflict-styles.
The model assumes that individuals require and utilize the both types of self-
construals (individualism/collectivism) simultaneously.  This is all to say,
differentiation and integration complement each other in harmony by their discrete
natures instead of being two forces acting against one another. This situational and
complimentary view also supports the context dependence of conflict-style in terms
of application of the best-fit style to the conflict situation, as the individuals will be

flexible to process and apply a case-sensitive, situational conflict-style.
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Figure 2.4 : BID Model.

When intrapersonal differentiation and interpersonal integration orientations are
considered as separate dimensions, their combinations give rise to the following four

types of self-construals:
1-Integrative 2-Differentiative 3-Balanced 4-Unbalanced.

Thus, by use of BID scale, we have a larger number of styles depending on and
balancing two dimensions of self-construal and it enables to look at self-construal of
an individual in a scale that is out of the box of bipolar unidimensional cultural

classifications.

2.6 Conflict Management and Conflict-Style in Construction Literature

There is considerable research on conflict and conflict management in organizational
settings, yet few published works relate directly to the construction industry in
general. There are also very few publications on conflict-style of construction

professionals in particular. In emphasizing the individuals’ impact on constructive
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conflict-style and conflict management behaviors of professionals, there is a set of

studies in construction industry.

For example, Tjosvold et al. (2001) hypothesized that interdependence induces a
cooperative conflict approach which results in useful productive conflict. The theory
of cooperation and competition had been applied to investigate conflict management
by use of questionnaires on subcontractors in East Asia. They revealed that the
interdependence of the parties leads to collaborative approaches. This turns the
conflict into a functional result, enabling the main contractors to gain benefit from
conflict among subcontractors. Once again, the generalizability of traditional views

is not available when the findings are based on individual data.

While the interdependence is thought to cause avoiding conflict approach in classic
perspective, the results show that the subjects considering themselves greatly
interdependent act cooperatively. Results suggest that the subcontractor takes notice
of disputes more cooperatively to the degree that contractors and subcontractors are
mutually dependent. The research found that competition and avoidance styles

applied by individuals were obstacles to collaboration in that setting.

As another research example focusing on individuals, using Rahim’s model and
psychometric tests, Loosemore et al. (2000) adapted socio-cultural system
characteristics profile by Likert & Likert. Main idea of the research was to focus on
building management skills for productive conflict rather than trying to avoid it.
They identified conflict styles of site managers related to a wide range of
developments in trade, domestic and industrial areas and found that integration was
site managers’ preferred conflict resolution style with a slight difference. However,
the results need to be interpreted with caution because, as acknowledged in the study,
there is considerable anecdotal proof to support the use of dominating style rather
than the collaborating style. Contrary to what is portrayed by conflict reduction
views, these findings indicate that there is a degree of good will in relations in
traditionally procured projects, and an urge to work together to pursue mutually
beneficial solutions in long-term, and control of a dispute is possible in a
constructive and productive way in construction. Hence it can be seen that this is
strongly in relation to the individual’s self-construal values which in this case
presumably include both individualism and collectivism at high degrees

simultaneously.
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Again, with emphasizing individual level constructs in their research, Liu & Zhai
(2010), examined the relations between personal traits and conflict-resolution styles
using conflict style model from Rahim and two of the big five traits of personality
questionnaires, to a group of facility managers in Hong Kong, namely extraversion
and agreeableness. They found evidence that extraversion correlates positively with
the collaborating and compromising styles and that the collaborating style is the most

usually adopted style among facility managers in Hong Kong.

These two styles are more contributive to positive conflict, showing effective dealing
with conflict. This research also uses individuals as unit of analysis and suggests that
one of the essential points in the recruitment of project team members is their
personality. As it is clear to realize that individuals’ self-construal can be another

important variable in team design considering its relation to conflict approach.

Similar to our approach, Tsai & Chi (2009), used TKI (Thomas Kilman Inventory)
on Chinese workers’ conflict resolution approaches in public works in Taiwan. They
have also explored Hofstede’s cultural orientation. Their findings are in correlation
with the Hofstede’s cultural dimensions: power distance, femininity versus
masculinity, and conflict management styles at the individual level. The authors
indicate that the conflict-management style might differ based on different business
and industrial sectors, the kind of technology being used, and the background culture
of the managers. Their results give support to the view that people in construction
management tend to adjust their conflict style with his/her supervisors and peers
differently in a certain institutional system. Tsai and Chi attempt to benefit from a
correlation between cultural orientations and people’s conflict management styles to
resolve disputes. This correlation, however, is in our opinion mostly due to
homogeneous nature of Chinese culture, which may in any time near future can be
less homogeneous in this age of globalization. Another recommendation would be to
look at the self-construal values of individuals while there is a need to see the basis
of the flexibility of their ability to adjust their conflict style. Thus, it may well be
depending on individual self-construal levels and integration of self-construal values
in this research would eliminate cultural generalizations and treating culture as a

uniform identity and give live sections as findings.

Vu & Carmichael (2009) have correlated concerns with ours, in terms of conflict

style and learned patterns of behavior. They examine the relation between culture (in
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terms of Hofstede’s individualist-collectivist/power distance/uncertainty avoidance)
and the way conflict is handled (by use of Rahim’s questionnaire) in a construction
framework. The study compared the conflict resolution styles of the workers in
Vietnamese construction industry belonging to either Australian or Vietnamese
cultures. They found that, even though the distinction ‘basing on Hofstede’s unified
terms’ between these cultures seem to be easily anticipated, they tend to show a
comparable integrative or collaborative behavior while they are working together.
According to their findings, the interplay between two different cultures appears to
breakdown the handicaps of categorization and the biased way of looking at cultures
as unified identities. Vu & Carmichael (2009) recommend developing a quantitative
point of view to further research including individuals’ use of dimensions of self-
construal value as an element playing role in the imposition of cultural traits and
their relationship. Hence, by the end of their research, including self-construal as a
factor in explaining relationship between conflict style and pre-existing ‘learned
patterns of behavior’ is a recommendation for future research. Their advice is valued

and respected during our research process.

Sunindijo & Hadikusumo (2014) approached the project managers and engineers
(PMESs) in Thai Construction Industry to a two-sectioned questionnaire survey study
and essentially aimed at investigating the relative interaction of emotional
intelligence and the conflict-resolution styles. They have particularly considered the
influence of socio-cultural norms (individualist/collectivist learned patterns of
behavior). Sunindijo & Hadikusumo (2013) showed that collaborating style and high
score of emotional intelligence are correlated with each other and they reasoned this
result with the collectivistic characteristic of Thai culture likely to create a society in
balance and harmony. Their findings confirm that project managers and engineers
with high emotional intelligence are more skilled in terms of adjusting their conflict
resolution styles and due to their awareness toward the concerns of the parties, they
can decide the time to use collaborating style instead of using avoiding or
accommodating styles which are easier to apply. The capability of the adjustment is
shown to be independent from their sociocultural norms, regardless of the culture in
their society. It should be considered that the individual is the main focus of this
development and the goal is to render individual self-development to the fullest

extent and to find individual achievement. However, the conflict style findings may
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well be in relation to the self-construal values before the emotional intelligence
scores. This research seems to have a weak approach of treating learned patters of

behaviors as unified and generalized entities.

Although previous research provides some empirical evidence for both cross-cultural
differences and intracultural variations in conflict management styles within the
context of the construction industry, and provides some insights into individual level
impact on conflict management, there appears to have been no research in this area to
date evaluating the impact of individualistic and collectivistic values in the
preference of conflict-style at individual-level. The existing researches which is very
limited on individual level in construction management literature, hold a uniform and
straight forward approach to learned patterns of behaviors according to predictions in

the existing literature.

2.7 An Overview to Learned Patterns of Behavior, Self-Construal and Conflict

Styles in Construction Industry in General and in Turkey

Turkish culture has long been described as collectivist, in terms of Hofstede’s
measures. It has also been referred to as scored high in uncertainty avoidance, power
distance, and conservatism by Ronen (1986) and Trompenaars (1998) in their books
on multinational management and cultural diversity in global business, respectively.
Although Turkish culture exhibits the collectivist pattern in a high proportion of
settings, studies tend to suggest that Turkish Society cannot be used as an exemplar
of the position of collectivism: social cognition and behavior of Turkish people is

not guided by pure collectivism (Kagitcibasi, 1997; Simsek & Oge, 2009).

However, Turkey is a country where marked intranational variations exist because of
the increased frequency of cross-cultural linkages and contacts in this age of
globalization. Goregenli (1995), for example, in her research, used a questionnaire
composed of a total of 316 subjects, and aimed to determine the extent to which
social behaviors related to individualism and collectivism in Turkish culture. She
found that in the categories of social behavior, each group differed significantly in
their individualism/collectivism, and Turkish culture embodies strong individualistic
elements in addition to a typically collectivist orientation. Similarly, Simsek and Oge
(2009) suggest that collectivism is gradually replaced by individualism in the Turkish

society.
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The high preference for collaborating can be expressed in terms of an inclination to
social desirability, referred to as ‘social desirability bias’, which implies in self-
reported data (Thomas & Kilmann, 1976). Because of this inclination, a high
preference for collaborating is common in self-reports of conflict behavior in the
West and some non-Western cultures such as Jordan and Turkey (Rahim 1983;
Kazan 1997. The collaborating style, which has a high concern for the self as well as
the other party, has also been described as problem-solving, collaboration, solution-
orientation, win-win, or a positive-sum style. Reported field studies show that
collaborating style is useful in achieving the highest levels of joint gain for the
parties involved in construction dispute negotiation (e.g., Cheung et al, 2006). The
Colorado Bar Association (1995) points out that both collaborating and
compromising styles of resolution are effective in managing conflicts in project
environments. Furthermore, Singh and Johnson (1998) found that the collaborating
style is the most frequently claimed type of approach in civil engineering and

construction projects when dealing with peers and subordinates.

A brief review of cultural studies in construction reveals that the industry's
overarching picture is provided by a vast array of cultural descriptors, many of which
denote negativity, like macho, uncompromising, opportunistic, short-term, conflict /
disputes and claim-oriented (Tijhuis & Fellows, 2012). A large number of studies
have also shown that the construction industry is a male-dominated industry with a
strong male culture (Sommerville et al., 1993; Dainty et al., 2000; Chandra &
Loosemore, 2004; Fielden et al., 2000 etc.). Given the stress of meeting deadlines
and tight schedules, not dealing with differences (avoidance style) is a luxury that
project participants can seldom afford (Posner, 1986). Additionally, relations in the
industry are characterized as being combative and adversarial (Cox & Thompson
1997; Saad et al., 2000). It is also the situation proposed for the construction sector
in Turkey. In two separate studies, Kozan (1989, 2002) found that Turkish
employees are more avoiding toward peers, which reflects the role of collectivism in
suppressing competition among peers and in encouraging avoidance of conflicts
instead. However, Ma et al. (2010), in a more recent study, ranked collaborating and
dominating as the most favorable and accommodating and avoiding as the least
preferred, among conflict styles in Turkey, contrary to expectations. Also, Cai &

Fink (2002), in their study, found that individualists rather than collectivists preferred
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avoiding. They also discovered that collectivists prefer to compromise and
collaborate more than individualists, while individualism-collectivism did not have

any substantial linear impact on accommodating style preference.

These contradictory and very different findings may be due to the practice of treating

cultures as uniform entities.

The construction industry also comprises an array of distinct subcultures such as
organizational and professional cultures. Oney-Yazici et al. (2007), in their research
on organizational culture, on 134 firms and 826 respondents over a questionnaire
survey, determined that the Turkish construction sector was dominated by a
combination of clan and hierarchical cultures. This finding is in line with the Turkish
society's previous observations. The framework for cross-cultural interaction applied
to general business and management by Trompenaars and Hampden-Turner (1998)
included a large-scale study of 8,841 managers and company workers from 43
countries. They found that Turkey in its organizations had the steepest hierarchy, and

Turkish organizations were also defined as the family-type.

Therefore, it is essential to concentrate on the individual cultural identities of the
members of the organization, as it is not possible to ascertain the influence of the
individuals’ generalized learned patterns of behaviors on any organizational issues in

terms of performance and management.

It is also useful to apply a balanced and integrated self-construal scale where there
are integrated and complementary effects in a society. As mentioned earlier, together
with a strongly traditional collectivist outlook, Turkish society embodies powerful

individualistic components that are balanced by individuals.

2.8 Mindfulness

Mindfulness is defined in basic terms as ‘a receptive attention to and awareness of

present events and experience’ (Brown et al., 2007, p.212; Brown & Ryan, 2003).

In recent years, mindfulness is surging within organizational science research (Good
et al., 2016) and there has been a growing interest on the construct of mindfulness
issues. Its practice has become more popular and research on mindfulness has
increased exponentially. Organizations like Google, Aetna, LinkedIn, Ford, Intel,

Mayo Clinic and the U.S. Army use mindfulness trainings to improve workplace
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functioning. Emerging evidence across multiple fields suggests that mindfulness is
fundamentally connected to many aspects of workplace functioning (Gelles, 2015;
Good et al., 2016). But despite growing interest, mindfulness has received little

attention from industrial-organizational community (Hyland et al., 2015).

Its origins go back to the Buddhist religious tradition for thousands of years.
Especially the word "mindfulness" comes from the Pali word "sati," that implies
awareness, attention and remembrance (Bodhi, 2000). A common definition of
mindfulness is a way to pay attention to the current moment, consciously and without
judgement (Kabat-Zinn, 1990). Many scientists proposed related meanings of the
word mindfulness. Baer (2003), for example, describes mindfulness as ‘the non-
judgmental observation of the ongoing stream of internal and external stimuli as they
arise’. A general point for these different descriptions is that mindfulness is
intentional particularly on the attentional aspects of mindfulness (e.g., Brown and
Ryan, 2003). Bishop et al. (2004) has another model that indicates that mindfulness
consists of two elements: attention and awareness of experience. Hyland et al. (2015)
focuses on mindfulness concepts that emphasize an accessible, responsive state of

mind free from judgmental evaluation.

Furthermore, mindfulness was also defined as a range of skills which can be learned
via practices such as meditation and therapeutic treatments such as commitment and
acceptance therapy (Hayes et al., 1999), therapy of dialectical behavior (Linehan
1993), MBSR (Kabat-Zinn, 1982, 1990), and MBCT (Segal et al., 2002).

These practices and therapies were found to be very useful (Hyland et al., 2015).

The current research chooses trait approach to mindfulness because the focus is on
the content of mindfulness as an individual phenomenon, rather than the function of

meditation practices.

2.8.1 Mindfulness in organizational research

In literature, mindfulness has been frequently studied as an individual phenomenon
or as an interrelated set of practices at an organizational level (Sutcliffe et al., 2016;
Weick et al., 1999). Studies have shown that mindfulness influences the efficiency of
workers and organizations (Dane, 2011), decisions (Hafenbrack et al., 2014),
retention (Dane & Brummel, 2014), creativity (Vogus & Welbourne, 2003) and
quality and safety (Vogus & Sutcliffe, 2012).
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In their integrative review (Good et al., 2016) theorize mindfulness, simply as;
mindfulness is a "receptive attention to and awareness of present events and

experiences” (Brown et al., 2007, p.212; Quaglia et al., 2015).

To understand its workplace functioning, together with this classical understanding,
Good et al. (2016) refer to mindfulness as it contrasts conceptual processing which is
fundamental to institutional life (Walsh, 1995) and experiential processing (Brown et
al., 2007; Teasdela, 1999) which is hallmark of mindfulness. And then, Good et al.
(2016) summarize: conceptual processing includes interpreting stimuli in a way
which is abstract, evaluative and biased towards self-concerns (Leary, 2004;
Watkins, 2008), providing awareness and attention to these reactions with a level of
mental range or disengagement from self-relevant assessments. Hence comes the
capability to attend occurrences as concrete phenomena instead of biased, personal,

learned approaches or oncoming projections.
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Figure 2.5 : Integrative Framework for Mindfulness to Workplace Outcomes.

Referring to integrative framework developed by
mindfulness to workplace outcomes as given above at Figure 2.5, the focus of this
article is mindfulness at workplace through functional domains of attention-behavior-
relationships where conflict management is given as a current evidence and inter and

intra-individual process (similar to it has also been referred to for conflict style by

Rahim, 2002).
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2.8.2 Structure and elemental content of mindfulness:

Mindfulness involves “paying attention to what is happening in the moment, and
observing stimuli without judgment or evaluation, and without assigning meaning”
(Glomb et al.,, 2011, p.118). Therefore, mindfulness has two elemental dimensions:
(1) attention to, and awareness of, what is perceived in the present; and (2) receptive,
open, and nonjudgmental experiential processing (e.g., Brown & Ryan, 2003;

Davidson & Kaszniak, 2015; Good et al., 2016).

Individual mindfulness is intrapersonal, and has been considered as a trait, a state, or
a practice (Brown & Ryan, 2003; Glomb et al., 2011). Operationalization of
mindfulness in literature is in two basic ways; questionnaires and mindfulness
practices, which are respectively trait mindfulness and mindfulness training. In
individual mindfulness, the “unit of agency” is the individual (Morgeson &
Hofmann, 1999). State and trait individual mindfulness is commonly inferred from

self-reports (Davidson, 2010).

In this research, mindfulness is operationalized by Five Factor Mindfulness
Questionnaire (SFMQ), when discussing results, the term mindful individuals is used
to describe those with higher self-reported mindfulness scores, and the term

mindfulness is used when referring to the cognitive phenomenon itself.
Assessment of Mindfulness

Measurement of the mindfulness construct differs from knowledge-based surveys
(Moscardo & Pearce, 1986) to validate questionnaires, for instance; Kentucky
Inventory of Mindfulness Scale (KIMS), the Cognitive and Affective Mindfulness
Scale (CAMS) of Feldman et al. (2004), the Freiburg Mindfulness Inventory (FMI)
of Buchheld et al. (2001) and the Mindfulness Attention Awareness Scale (MAAS)
of Brown & Ryan, (2005). The detailed review of these divergent inventories of
mindfulness to date shall be referred to as Baer et al. (2006) and Bergomi et al.
(2013).

Even though previously mentioned self-report surveys have been created to quantify
trait mindfulness, there is no agreement about the identification and nature of
mindfulness especially for analysts from various societies (Brown et al., 2007). This
can be attributed to the view that mindfulness usually seems to be difficult to identify

and conceptualize (Brown & Ryan, 2003).
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The FFMQ is a self-report measure of 39 items created by Baer et al. (2006) using a
factor analytics approach to coordinate things from the MAAS, FMI, KIMS, CAMS
and MQ.

The FFMQ is the most integrated trait measure with its inclusion of all available five
sub-scales of the mindfulness construct: to observe, identify, act with understanding,
not to judge the inner experience and not to respond to the inner experience. A
unique strength of the FFMQ is its containment of a number of
mindfulness measures that allowed the researchers to access all of the considerations
which each measure accessed, resulting in a five-factor model which is presently the

most comprehensive multi-faceted trait mindfulness assessment.

2.9 Mindfulness and Conflict Management

Given the human nature and the stress of meeting deadlines and tight schedules, and
with its constantly changing environment, the project management organization is
apt to suffer from conflict (Singh and Johnson, 1998). Interpersonal conflict at
workplace is stated as one of the top occupational stressors (Brockman, 2013).
Intrinsically, conflict is not only an inter- and intra-individual process but also in
which a person interacts with himself/herself (Rahim, 2002). It is important to
understand how individuals analyze and self-regulate stressful interpersonal
relationships in conflict situations. It is also crucial to understand which individual
dynamics are essential to the successful completion of construction projects.
Researchers from a number of scientific areas indicate that mindfulness can profit a

range of human functioning that is significant to organizations (Good et al., 2016).

In terms of understanding the connection between mindfulness and conflict, Horton-
Deutsch and Horton (2003) displayed a number of meaningful findings in their
research of grounded theoretical methods. For instance, the development of
mindfulness has allowed persons to cope with powerful emotions and to handle
interpersonal disputes. First, they began to be cognizant of themselves and their
positions in a conflict situation. They were also able to be more present and more
objective with others. The authors suggest that as conflict causes to an extraordinary
time and energy loss, it is crucial to seek alternate solution ideas for efficient conflict

resolution methods.
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Mindfulness gives consistency and control, an increasingly positive emotional tone,
and less reactivity. Concentrating on the present moment (Smallwood & Schooler,
2015) gives attentional stability to maintain the task objectives, to reduce distraction
from task thoughts and activities (Good et al., 2016) and to allow people to consider

greater nuances in member behaviors (Morrison et al., 2013; Slagter et al., 2011).

Via present-centered attention and experiential, non-judgmental processing,
mindfulness ensures perceptual and effective functionalities which can limit the
intensity of opposition and adverse thoughts experienced in conflict (Glomb et al.,

2011; Good et al., 2016).

As a result, we understand that individual mindfulness is a protection against
dysfunctional conflict. We therefore understand that personal mindfulness (mindful

individuals) is related to conflict-styles.

2.10 Mindfulness in Construction Literature

There is yet no research in relation to mindfulness and conflict management in
construction management field. A few studies in relation to ‘mindfulness’ and

construction industry are as follows.

The main concepts that HRO (High-Reliability Organization) scholars first adopted
are collective mindfulness (Weick & Sutcliffe 2007; Vogus and Sutcliffe 2012) and
mindfulness (Langer, 1997; Sternberg, 2000). Such concepts used by the researchers
are used in high-risk organizations to explain error avoidance and error coping.
Those concepts were subsequently embraced in other domains of science.
Manufacturers (Gebauer and Kiel-Dixon, 2015), business schools (Ray et al.,
2011), house framing crews (Mitropoulos and Cupido, 2009) and airport builders and
operations (Brady and Davies, 2010), for instance. These concepts were used to
anticipate disruptions and failures which involve undesired circumstances. In the
case of utility construction, stakeholders intend to implement their projects on
time and within the budget, which is why they want to organize their operations

effectively in order to prevent process disruptions.

HRO is based on research into high-risk sectors and is relatively new to construction
management. One commonly concept used by HRO is called as “mindfulness”

(Weick et al., 1999; Weick and Sutcliffe, 2007). In principle, mindfulness includes a
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set of values which describe how groups could enhance their performance's
reliability. Concepts related to mindfulness also focus on containing unexpected and

unwanted circumstances.

The HRO lens was applied by Olde Scholtenhuis et al. (2013) first time to the
organization and coordination of ‘mainstream’ construction projects, by doing so,
opened discussions to end the recurrent dispute over the application of HRO theory
and concepts in the construction sector, and referred to other theories of cross-

fertilization in construction management.

Olde Scholtenhuis et al. (2016) used mindfulness as a lens in their ethnographic
action research in order to test how 4D affects the coordination of utility construction
work. Since the concentrate of the mindfulness lens is on coping with errors
throughout these processes, it provides the pragmatic objective of studying
integration of the construction scheme (Olde Scholtenhuis & Dorée, 2014). This
research assumes that 4D also helps to cope effectively with errors, and thus it has
been hypothesized which 4D promotes mindful behavior in works of utility
reconstruction. They focused on organizational mindfulness, operations and

construction processes and how 4D supported mindfulness.

Yean Yng Ling et al. (2007) indicate mindfulness as a success factor in their concept
that they developed for managing cross-cultural encounters in terms of perceived
cultural variations among Chinese architecture and foreigners, engineering and
construction professionals/practitioners because of different cultural backgrounds.
According  to  their  research, the  significance = of  mindfulness
in intercultural encounters is emphasized consistently by the majority of the

interviewees.

Liang & Leung (2015), studied the individual effects of mindfulness characteristics
on the release of stress kinds for construction professionals. The research indicated
stress that could lead to significant negative outcomes for individuals, organizations
and society, and determined the effect of mindfulness characteristics on the stress of
construction specialists. Mindfulness-based stress reduction (MBSR) has been used
for teaching individuals to improve mindfulness to release stress. Although it has
been approved, that mindfulness can release stress; the relative contribution of each

mindfulness characteristic to stress reduction remains a mystery. Their research
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improves the knowledge of stress management in the construction sector via the use

of mindfulness construct.

Liang et al. (2016), studied, through stress, the direct or indirect impacts of
mindfulness characteristics on the performance of construction workers in terms of
health and safety. The purpose of their research was to summarize the characteristics
of mindfulness and to frame them in a theoretical framework, and to improve a
mindfulness — stress — productivity model to make clear the complex interactions
among individual mindfulness, stress and performance characteristics for
construction workers. They have included ten factorial characteristics from all
measures. The model demonstrates that certain mindfulness features can reduce the
stress of construction workers and enhance their performance: (1) observation may
minimize intended stress; (2) observation and attention may alleviate emotional
stress and impair organizational performance; (3) awareness reduces physical stress,
and it hinders performance of safety; (4) awareness straightly increases performance
of security; and (5) definition and analysis enhance the performance of the work
directly. At the same time, this research reveals that the mindfulness attitude
group has no impact on the stress output of construction workers. In addition, a
mindfulness feature and decentering impair the safety performance of construction

workers, that it doesn't do in other professions.

This research is noteworthy in construction management to frame all of the features
of mindfulness defined in three theoretical areas. It examined that their personal
impacts in the construction industry on stress and performance for construction
workers. This also enhances our susceptibility to characteristics of the mindfulness
that influence human well-being and performance in the context of occupational

health and safety.

Basing on the literature review; it was proposed that self-construal is an alternative
means to better understand, explain and manage the differences in individual
conflict-styles adopted by construction professionals and individual mindfulness
construct has an effect on the individual learned-patterns of behavior and conflict-

style.
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3. RESEARCH METHODOLOGY

3.1 Introduction

This chapter describes the research strategy and methodology adopted in the study.

Data collection and assessment tools and techniques are detailed.

3.2 The Research Approach

3.2.1 Introduction

The role of self-construal and possible effects of mindfulness construct in explaining
or predicting behavior in the management of conflict have not received sufficient

interest in construction management literature, yet.

The objective of this explanatory study is to assess the influence of individual level
cultural values: (individualism/collectivism, namely self-construal) and mindfulness
construct as variables to provide deeper insights and explanations to conflict

behavior in construction industry which is defined as individual conflict-style.

In this quantitative research study; measuring tools are well-tested questionnaire
surveys which are being used in scientific researches for many years. A research
model is developed basing on hypothesis after literature review. Conflict-styles are
the dependent variables, whereas self-construals and mindfulness construct are the
independent variables. Demographics like gender, occupation, work experience and
age are also evaluated. Factor analysis, Structural equation modeling are referred
statistical methodologies for representing, estimating, and testing a network of

relationships between variables.

3.2.2 Sample size and the selection

This research is aimed at analyzing the conflict-resolution approaches of individuals
who are project/construction management professionals working for construction and
fit-out projects of a global retail company in Turkey. These include Owner Project

Management and Construction Management Professionals together with their
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contractors and material suppliers who are working on the project/construction
management teams, and consist of architects, engineers and other management staff.
All technical procedures and standards are being the same, the project/construction

management social system has been investigated on individual basis.

252 people have been contacted by e-mail messages some followed by phone calls
and meetings and with help of the company learning and development department,

185 professionals returned complete questionnaires for evaluation.

The study examines project/construction management social system individuals’
conflict-style in relation to individual level individualist/collectivist values which is
self-construal, age, gender, educational background, number of years and experience
in the industry followed by additional questions in relation to teamwork, team

atmosphere and conflict approach.

3.3 Data Collection Method
Data is collected by use of well-tested questionnaire surveys which are being used in
scientific researches for many years as detailed in Chapter-2.

The research bases on one demographic plus three well-tested questionnaires (BID-

scale, SFMQ and TKI) and consists of four parts:

1. General information (Demographic structures).

2. Cultural characteristics (Individual Self-construal type).
3. Mindfulness construct.

4. Conflict handling-style.

By use of questionnaire survey analysis, this study offers individual’s self-construal
and mindfulness as alternative means to explain the differences in conflict styles

adopted by construction professionals.
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3.4 Implication of Questionnaire Surveys

3.4.1 General information (Demographic structures)

Firstly, the participants provided the following information: gender, age, occupation,
education level, and the number of years of experience in the construction sector.
Followed by additional questions in relation to teamwork, team atmosphere, and

conflict approach.

3.4.2 Cultural characteristics /Individual self-construal type (BID-scale)

In the second part, the determination of the participants' self-construal was

accomplished by using BID questionnaire developed by Olcay Imamoglu (1998).

Balanced Integration—Differentiation (BID) Scale, is a self-construal scale with two
subscales. One of the subscales, The Inter-relational Orientation, is composed of 16
elements concerned with interpersonal integration (i.e., possession and appreciation
of tight emotional bonds between a person and the others). 11 items are reversely
coded. As the score gets higher in this scale, relatedness feelings are observed more,
while separateness feelings are demonstrated by a low score. Among samples of
adults and university students, .80 and .91 have been stated as Cronbach’s alpha
values for this subscale, respectively (Gezici & Giiveng, 2003; Imamoglu, 2003). On
the other hand, there are 13 elements related to intrapersonal differentiation toward
individuation (i.e., counting on the inner capacity and concerns as a developmental
frame of reference instead of placing the self to a standardized frame of reference) in
the Self-Developmental Orientation subscale. 6 elements are reversely coded.
People getting higher scores in this subscale are likely to develop themselves toward
individuation, while the ones with low scores are likely to develop toward the
standardized pattern. Among samples of adults and university students, .81 and .74
have been stated as Cronbach’s alpha values for this subscale, respectively (Gezici &
Giiveng, 2003; Imamoglu, 2003). On the other hand, there are 13 elements related to
intrapersonal differentiation toward individuation (i.e., relying on one’s inner
qualities and interests as a developmental frame of reference instead of placing the
self to a standardized frame of reference). 6 items are reversely coded. People
getting higher scores in this subscale are likely to develop themselves toward
individuation, while the ones with low scores are likely to develop toward the

standardized pattern. Among samples of adults and university students, .81 and .74
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have been stated as Cronbach’s alpha values for this subscale, respectively (Gezici &
Giiveng, 2003; Imamoglu, 2003). In the original study by Imamoglu (1998) high
reliability values are indicated for the sub-scales as; .91 for interrelational orientation
and .74 for self-developmental orientation. Various studies by Imamoglu & Edwards
(2007) and Imamoglu & Karakitapoglu-Aygiin (2006) indicated high reliability
values. Imamoglu (2003) reported reliability index as .89 for inter-relational and .82
for self-developmental subscales according to a research applied to Turkish

University Students as participants.

Participants rated the subscale items by using a 5-point scale that is ranging from 1
(strongly disagree) to 5 (strongly agree). There are 17 reverse scaled items on the

scale and for both sub-scales a high score indicates individuation and relatedness

levels.
Table 3.1 : Combinations of Self-construal Types.
BID Subscales Types of Self-Construal (Individualism/Collectivism)
Separated- Related- Related- Separative-
individuation | patterning | individuation | patterning
(differentiative | (integrative | (balanced | (unbalanced
contexts) contexts) contexts) contexts)
Interpersonal | >average X X
relatedness <average X X
Personal >average X X
individuation | <average X X

Combinations define four types of self-construal:

1-Integrative 2-Differentiative 3-Balanced 4-Unbalanced.

The mean scores on the two subscales are calculated and used to measure relatedness
and individuation levels of the participants, respectively.

3.4.3 Mindfulness questionnaire (SFMQ)

In the third part, participants completed the Five-Factor Mindfulness Questionnaire,

which consists of 39 items.

In this instrument factor analytic research of five separately established mindfulness
questionnaires is used. The five factors yielding from this research are shown to
portray the components of mindfulness as it is conceptualized at present. These
factors are observing, describing, acting with awareness, non-judging of inner

experience, and non-reactivity to inner experience.
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A high score in the total scale means higher mindfulness level. Total average of

subscales means overall mindfulness level.

3.4.4 Conflict-style inventory (TKI)

In the fourth part, participants responded according to how they typically react to
conflict. The research questions focused on the influence of ingroup membership on
conflict styles. They were asked to complete the (TKI) Thomas Kilmann Inventory,

translated into Turkish.

Individuals responded to the 30 elements of the TKI instrument consisting of
statements in pairs defining how people possibly react to a conflict. For each couple
of statements, one of the "A" or "B" statements should be selected based on the most
suitable reaction given by the participant. Where neither "A" nor "B" suits the

behavior of the participant, then the most acceptable one should be selected.

The individuals filled the questionnaire and as a result, the conflict management
styles which they use in general or rarely were observed. The percentage results
indicate how often they apply one style and how often members of the norm group
apply the style. The results are evaluated in three groups: high (the top 25% of their
scores in one mode), medium (the middle 50% of their scores in one mode), and low

(the bottom 25% of their scores in one mode).

Table 3.2 : Scoring and Ranges of Original and Updated TKI Norm Samples.

Competing Collaborating Compromising Avoiding Accommodating
Range Original | Updated | Original | Updated | Original | Updated | Original | Updated | Original | Updated
Top 25% 8-12 7-12 9-12 9-12 9-12 10-12 8-12 8-12 7-12 7-12
Middle 50% 4-7 3-6 6-8 5-8 5-8 6-9 5-7 5-7 4-6 4-6
Bottom 25% 0-3 0-2 0-5 0-4 0-4 0-5 0-4 0-4 0-3 0-3
Note: Shading shows interpretive ranges that differ between the original and updated norm groups.

The revised standards for two of the five modes are precisely the same as the original
standard test — preventing and accommodating. Cooperation scores and percentage

values are nearly the same

Based on the answers to the inventory, participants’ behaviors were categorized into
five forms of conflict resolution: dominating, collaborating, compromising,

accommodating and avoiding.
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3.5 Operationalization of Variables, Measurement Tools and Techniques

3.5.1 Descriptive statistics

Descriptive statistics is composed of methods for planning, exhibiting, and
illustrating data with the use of tables and/or graph (Mann, 1995). Unlike inferential
statistics, there is no objective to obtain analytical expressions for estimation or
hypothesis testing on the statistical main mass character (Dodge, 2003). The basic
tools used in descriptive analysis are tables, graphs, central trend and variability

measurements (Glirbliz & Sahin, 2014).

3.5.2 Inferential statistics (Questionnaire part 1/ General information)

Inferential statistics is a statistical method used to draw conclusions about the whole
population using various tests. It is used to understand trends about a large
population by analyzing a sample. Inferential statistics study the relationships

between variables within a sample.
Testing propositions/hypothesis (General questions):

In order to assess the similarities and/or differences among two or more groups, the
hypothesis (or proposition) testing is mostly employed When evaluating a
hypothesis, both the variables number and the size of the sample should be
considered. If it is necessary to assess whether the differences are significant or only
depend on chance, it is formally done by a procedure named hypothesis (or

propositions) testing.
Five Steps in Propositions / Hypothesis Testing:
i. Specify the Null Hypothesis

The null hypothesis (HO) indicates that two or more groups are neither related, nor
different and do not have any impact at a significant level. Researchers generally try

to refute the null hypothesis in their scientific studies.
ii. Specify the Alternative Hypothesis

The alternative hypothesis (H1) indicates that the groups are significantly related or
different from one another. Researchers generally try to prove this hypothesis. It can
be one-sided or two-sided. Since more proof is required for this hypothesis to be

admitted, two-sided tests are applied whether the hypothesis is one-sided or not.
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iii.  Set the Significance Level (a =0,05)

The most commonly used significance level is 0.05. In other words, if the null
hypothesis is really true, the chance of accepting the alternative hypothesis is 5%. As
the level of significance decreases, more evidence is needed to support the alternative

hypothesis.
iv. Calculate the Test Statistic and Corresponding p-Value

Hypothesis testing is usually a method of comparing groups or examining
relationships among variables. The probability of getting a sample by only
coincidence if a null hypothesis is correct is identified by the p-value. This p-value is
decided according to the statistics result. The p-value and the significance level are

the main parameters upon which the conclusions about the hypothesis are based.
v. Drawing a Conclusion

P-value < significance level (o) => Reject the null hypothesis or accept the

alternative hypothesis. The result is statistically significant.

P-value > significance level (o) => Fail to reject your null hypothesis. The result is

not statistically significant (Ott & Longnecker, 2015; Agresti, 2014).
Normality test:

The normality assumption is very important for statistical analysis. Because when
using parametric statistical tests, the normality assumption is taken into
consideration. Kolmogorov-Smirnov test is seen as the most popular test for
normality. The assumption of normality should also be considered for the validation
of the data, as it will indicate whether the correct statistical tests are used. If data are
not normal, nonparametric test is used. If data are normal, parametric method is used

(Ott & Longnecker, 2015; Agresti, 2014).
Comparing two independent samples:

The independent sample t-test, a parametric test, is used to compare the means of two
independent groups and determines if the difference of the associated population is
statistically significant. On the other hand, a non-parametric test is generally used,
when comparing the two independent samples when the data aren't normally
distributed. The most popular non-parametric test for this is the Mann Whitney U test
(Ott & Longnecker, 2015; Agresti, 2014).
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Comparing more than two independent samples:

The one-way analysis of variance (ANOVA) is applied to assess if the difference
between at least two independent (unrelated) groups is statistically significant.
ANOVA is known to be a parametric test and its non-parametric alternative is the
Kruskal Wallis H test. Kruskal Wallis H test uses ranks instead of real data. Non-
parametric tests do not assume that the data are from a normal distribution. The test
determines whether the median of at least two groups is different (Ott & Longnecker,

2015; Agresti, 2014).

3.5.3 Correlation analysis

Correlation, which is a bivariate analysis, determines the strength and direction of the
relation between these variables. The strength of the connection is determined by the
correlation coefficient ranging from +1 to -1. A value of + 1 or -1 shows an excellent
level of correlation between the variables. The closer this value is to 0, the weaker
the relationship and 0 indicates no relationship (Cohen, 1988). The + sign in front of
the value indicates that the relationship is in the same direction, and the - sign
indicates the opposite direction. Evaluation of correlation coefficient varies
according to both the branches of science and especially the sample size. Although
lower correlation coefficients may be meaningful for large sample size, high

correlation coefficients may be dealt meaningless in small sample size.

There are four types of correlation which are Pearson, Kendall rank, Spearman, and
Point-Biserial correlations. Pearson correlation is commonly used to evaluate the

level of association between linearly associated variables.

The level of linear relation between two continuous random variables is determined
by Pearson's correlation It assumes finite variances and finite covariance thought it
doesn’t assume normality. If the variables are bivariate normal, an exact description
of the association is made possible by Pearson's correlation. Spearman's correlation is
used to two ranked continuous random variables and thus ensures calculate the
monotonic relationship between them. Besides, it gets the benefit for ordinal data and

is robust to outliers as disparate of Pearson's correlation.

However, the correlation between variables cannot be considered as a cause-effect
linkage between variables. This causality is often misunderstood and misused by

humans. The causality is one of the issues that people often misunderstand and
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misused; although the data shows the correlation of the existing causality
relationship. By examining the value of “7”, it can be said that only two variables are

related. (Ott & Longnecker, 2015; Agresti, 2014).

3.5.4 Factor analysis

Factor analysis is widely used for the explanation of data and the analysis of basic
correlations among parameters and other essential factors. Factor analysis is a
frequently used method especially in educational studies and is preferred for

interpreting self-reporting questionnaires.

In market research, the following three types of factor analysis are used:
* Exploratory factor analysis
* Confirmatory factor analysis
» Structural equation modeling

Exploratory factor analysis tests the fundamental factors influencing the parameters
in a data framework without establishing any predetermined structure to the result.
Confirmatory factor analysis is otherwise used as a method to reverify the impact and
comparison of an existing set of known factors and parameters influencing these
factors. Structural equation modeling assumes an interaction on the linear equation
system between a set of parameters and factors and measures these casual
relationships. Modeling of structural equations can be used for both exploratory and

confirmatory modeling and can thus be used to validate findings and test hypotheses.

Factor analysis is a statistical approach that is sometimes discussed and criticized and
Thompson (2004) suggests that much of this criticism applies to the EFA, rather than
to the CFA; and furthermore, these criticisms are often related to the subjectivity of

the outputs that identified by the researcher (Thompson, 2004, p.106).

Besides, Tabachnick and Fidell (2007) discuss the limitations of the EFA. As noted,
the researcher should be systematic and careful to limit the subjectivity of the EFA
and should make the right decision on latent variables and factor reduction and

construction of the factors
Phases of Factor Analysis can be summarized in 5-steps:

1- Problem definition and collection of data:
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This is the preliminary phase where variables are defined for analysis and research
purpose, theories, and similar research in literature are reviewed and developed by

the researcher.

The adequacy of information collected for the factor analysis is very important such
as the data collection method. Factor analysis is a preferred method for interpreting
self-reporting surveys. Although the size of the sample is crucial for factor analysis,
there are different views on how much should be in the literature. Hogarty et al.
(2005) noted the lack of agreement. Also, for factor analysis, Tabachnick states
that at least 300 cases are needed. Hair et al. (2010) recommended that the minimum
sample size should be at least 100. Comrey and Lee (1992) made the following
evaluation for sample sizes: 1poor for 100; fair for 200; good for 300: very good for
500; and excellent for 1000 or more. However, Sapnas and Zeller notified that even
50 cases would be sufficient. As a result, although the minimum number of samples

could not be determined exactly, the higher the better, the better.
2. Creating the correlation matrix:

As a beginning step, the correlation matrix displaying the relationships between
individual variables should be created. At this stage, whether the data are appropriate
for factor analysis is also investigated. There should be sufficient meaningful
correlation in the correlation matrix, and the correlation coefficient for variables less
than 30% is usually not included in the factor analysis and should be removed (Hair
et al., 1998). Tabachnick and Fidel (2007, p.110) offer that the correlation matrix is
investigated if the correlation coefficients are greater than 0.30. Hair et al. (1995)
stated these limits as follows: = 0.30 = minimal, + 0.40 = significant and + .50 =
practically significant. In other words, if the correlation does not exceed 0.30, the
researcher should determine that factor analysis is the ideal method. A factorability
of 0.3 shown that the factors are associated with data about 30%. Therefore, one-
third of the parameters share so much variance, and thus the relationship between the

variables is useless.

A certain number of tests such as Kaiser-Meyer-Olkin (KMO) Test and Bartlett's
Test are needed to test the suitability of the respondent data for factor analysis,
before the extraction of the factors. Notably, if the case-variable ratio is less than 1:5,

the KMO index is advised. The KMO index extends between 0 and 1, and 0.50 is
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evaluated as suitable for factor analysis. Also, p-value of Bartlett's Test of Sphericity
should be less than .05 for factor analysis meaning that it is significant. If any
variable is being predicted in a faultless manner by other variables, the value of
KMO is 1. The factor matrix obtained in factor analysis includes coefficients
representing standardized variables in terms of factors. These coefficients, which are
called factor loads, represent correlation between variables and factors. As the factor
load value increases as an absolute value, the proximity of the relationship between

the variable and the factor is increased (Altunisik et al., 2005).
3- Deciding the number of factors and selection of rotational method:
The rotation aims to ease the factor structure of a group of items.

Even though there are various paths to extract factors, Thompson (2004) states that
Principal Component Analysis (PCA) is a frequently applied method in factor
analysis. The number of items is diminished to factors by data extraction. There are
several criteria for researchers to create one-dimensional scales and clarify factor
solutions. However, selection in factor analysis can sometimes be quite confusing.
Then, the researcher should make an accurate assessment to find the best-fit solution

and to find the most conceptual sense.

According to Varimax rotation used, the factor loads are usually based on the 0.30
factor load value as the lower cutting point. According to Akdag (2011), the
difference between the two factors, which gives high load value is looked at. In such
cases, it is noted that the difference is at least 0.10, and in cases where it is less than
0.10, this substance is accepted as complex and removed from analysis. The items
that fall below the accepted threshold value are also subtracted from the analysis.
When deciding on the number of factors, it is preferable for the practical solution to

study the data and obtain the highest descriptive factor structure with trials.
4- Rotation of factor axis:

After reaching preliminary solutions for factor analysis, axis rotation step is
performed. When deciding how much of the data to analyze, it is checked whether a
variable depends several factors. High item loadings are maximized, and low item
loadings are minimized by rotation, hence it provides a more explainable and easier
solution. Researchers can choose from two commonly used options: orthogonal

varimax/quartimax (this method is applied in this study) or oblique olbimin/promax.
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Thompson (2004) developed Orthogonal Varimax rotation for the first time and this
rotation is the most widely-used technique in factor analysis for uncorrelated factor
structures. On the other hand, oblique rotation generally produces factors generating
more accurate results if human behavior is the subject of the study or the data and
assumptions made do not correlate (Thompson, 2004). In both methods, simplifying
the analysis of the results and creating a more fundamental solution are the main

purposes.

With factor rotation, the basic mathematical properties of the solution will not be

altered.

3.5.5 Reliability analysis
In terms of research results, the accuracy of the scale used in a survey is significant.

Reliability analysis is carried out to measure the survey responses' consistency prepar
ed according to a previously determined type of scale. The scale type can be ordinal
or intermittent. The reliability analysis can be made of 1 — 5 sortable responses, such
as Likert scale. The internal coefficient of consistency of the Cronbach alpha is used

to determine reliability.

Internal consistency is the reliability of a multi-item calculation of people's responses
to items Usually all items are expected to represent the same fundamental construct,

so the scores of the people should be correlated.

Cronbach's Alpha model has been used in this study for analysis of reliability.
Cronbach's Alpha is the value of compliance associated with the correlation of
interquestions. The Alpha value of Cronbach shows the overall degree of reliability
of the factor questions. The scale is considered reliable in situations where the Alpha
value of Cronbach is 0.70 and above. Nevertheless, this limit can be considered as

the value of 0.60 and above when the number of questions is small (Kalayci, 2006).

Table 3.3 : Cronbach’s Alpha value classification (Kalayci, 2006).

CRONBACH’S ALPHA Comment
0.80-1.00 High
0.60-0.80 Highly reliable
0.40-0.60 Low

<0.40 Not applicable
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The 0.70 confidence coefficient indicates that 70% of the variability between
respondents is the actual variability of the measured property, and the remaining 30%
are of random errors. If the Cronbach alpha coefficient is rising when a question is
removed from scale, this means that, that question reduces the reliability of the
problem. If the Cronbach alpha coefficient decreases when a question is removed

from the scale, it is understood that the question is an essential one.

A scale's validity refers to the degree to which it analyses the parameter it measures.
There is no specific coefficient that the validity test relies on as it does in the

reliability test. Therefore, the validity test is carried out by theoretical analysis.

3.5.6 Path analysis / Structural equation modeling (SEM)

Path Analysis is used to examine causal relationships between at least two variables.
Firstly, built up by Sewall Wright in the 1930s, this method is based on a system of
linear equations. Path analysis is a subset of Structural Equation Modeling (SEM), a
multivariate procedure described by Ullman (1996): “allows examination of a set of
relationships between one or more independent variables, either continuous or
discrete, and one or more dependent variables, either continuous or discrete.” SEM
deals not only with measured variables but also with latent variables. While the
directly observed and measured variables are defined as the measured variables, the
latent variable is the variables that cannot be directly observed but must be inferred
from the measured variables. Latent variables are determined by covariances
between at least two measured variables. These are also called factors, constructs or
unobserved variables. SEM is a combination of multiple regression and factor

analysis. Path analysis deals only with measured variables.
SEM has two objectives and they are the following.:
1) to understand the patterns of correlation/covariance among a set of variables and

2) to explain as much of their variance as possible with the model specified (Kline,

1998).

Confirmatory factor analysis tests models of relationships between latent variables
(LVs or common factors) and MVs which are indicators of common factors. The aim

of the model, in commonly SEM form, is to take into account for the measured
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variation and covariation of the measured variables (MVs). Path analysis (for
example, regression) tests models and relationships between MVs. Confirmatory
factor analysis tests the models of the relationships between hidden variables (LVs or

common factors) and M Vs that are indicative of common factors.

Kline (2011) explained the construction of the SEM-path scheme in six steps:
1. Model Specification (e.g., diagram, equations)

2. Model Identification with path diagram and causal relations

3. Model Estimation (estimate fixed or free parameters in the model)

4. Testing Model Fit (assess model fit)

5. Model Manipulation (respecify the model if meaningful)

6. Interpret and present results.

3.5.6.1 Statistics and SEM

Traditional statistical methods usually indicate the significance of the analysis with
one statistical test (eg RSquare for regression analysis). In contrast, Structural
Equation modeling uses various statistical tests to determine the accuracy of the
fitting model. The chi-square test used to determine the difference between the
expected and observed data. A chi-square value close to zero indicates a good model

fit.

The Comparative Fit Index (CFI) is equal to the discrepancy function adjusted for
sample size. CFI is a value between 0 and 1 and the higher the CFI value, the better
the fit of the model. For the model to be acceptable, the CFI value is required to be
above 0.90 (Hu & Bentler, 1999).

Root Mean Square Error of Approximation (RMSEA) is related to the residual in the
model. RMSEA is a value between 0 and 1 and the lower the RMSEA value, the
better the fit of the model. For the model to be acceptable, the RMSEA value is
required to be 0.06 or less. (Hu & Bentler, 1999). If the model is compatible, the
estimated parameters are evaluated. If the model is not compatible, the model can be

revised.
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3.5.6.2 SEM-path analysis model design

The aim of SEM is to describe the system of correlative dependent relations between
at least two manifest variables and latent constructs simultaneously. It determines
how the theoretical model of the relevant systems is supported by sample data, that

is, by estimating the relationships between the main structures.

Indicator variables
Conceptual hypothesized model

I's

Tdentify number
and nature of
EFA undcrlying

latent faclors

;;;I;:;Lts;ed
CFA e SEM
MODELING
| DESIGN

Estimale causal
relations and
SEM intcrrelations
among, the
latent factors

Calculate the Validation
Modcl-fit indcces of the madel fit

Figure 3.1 : The basic steps, which are usually taken in the framework of SEM
modeling.

It is pointless to validate the structural model, if the measurement model is not
validated at first, the structural modeling is usually a two- stage process. In the first
stage, the measurement model is constructed and validated by the means of CFA,
while in the second stage the design of the whole structural model is completed by
adding the structural part of model and appropriately validating the entire model

structure.
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EFA and CFA are philosophically and essentially different. Namely, in CFA, the
number of factors for a given set of variables must be defined in advance, as well as
to which factor the variables will load on. It must be also specified whether these
factors are correlated or not. The variables are here assigned to the factors by the
researcher with respect to some theory and not by the statistical technique (Hair et
al., 2010). Even more, the variables are assigned to only a single factor and cross-
loadings are not present at all. An example, which illustrates the main difference

between the EFA model and CFA model, is shown if Figure 3.2.

 EFA model « CFA model
A [ & Ly, o x |8
2 T ) L = ). \
{ £, Yoranl—G {f &

cov (£,.£) XX > cov (1.1,

(. X ‘ 1 ‘84 (-1 . _) Lx4 1 54‘
{ f, Fsl—GE { f, FAxl—E
Ag; 1 Es Ly, 1 &

Figure 3.2 : An example, which illustrates the main difference between the EFA and
CFA model (Two latent factors and six indicator variables are displayed).

A. Basic Steps of SEM modeling:

According to Kline (2011), the basic steps of the SEM modeling can be represented

as shown in flowchart in Figure 3.3.
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( Assumptions, Measures, Data )
C Model Specification )
( Identification and Estimation )

CModel testing and Evaluation of Fit)
Possible Respecification of the
Model

C )
1T

Gnterpretation and Report of Results)

Figure 3.3 : The Flowchart of the basic steps of SEM modeling.

As it can be seen from Figure 3.4, after the appropriate construction of the CFA

model and its affirmative validation, the modeling procedure continues with the

design of the structural model.

P

No i
Defining the Individual
) Constructs Measurement
What items are to.be used as measured “_7 Model Valid?
variables?
Yes
Navialam and ananifis #haa
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Measurement model
Make measure variables with B
constructs SDECIfV Stl’uctural MOdel
Draw a path diagram for the Convertmeasurement model to
measurement model structural model
Yt szniimms o Bderade, S P ey o A e & ____umm_ _x_1
WESIYIINIIg da SoLlUUy U riouucle SSeS strucuural vioael
Empirical results Validity
. ——l
Asses the adequacy of the sample size Asses the goodness of fitand
Select the estimation method significance, direction, and size of
structural parameters estimates
Assesing Measurement Model
Validi Structural No
Check fit indeces and construct —> L —_—
Model Valid?

validity of measurement model

Source: Hair, Multivariate Data Analysis

l‘(es

Make conclusions

Refine model and
test with new data

Figure 3.4 : The detailed presentation of all significant steps in the SEM modeling.
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So, in CFA, the prespecified model is firstly defined due to some theory, and then the
CFA statistics investigates how well the theoretical specification of the factors
matches the reality (the real data). This means that the CFA enables some sort of
confirmatory test of our measurement theory, which verifies the consistency of our
systematic representation of a theoretical factor model with the data reflected in
observed variables. After that, the measurement theory can be combined with a so-

called structural theory in order to fully specify a SEM model (Hair et al., 2010).

The process of conversion from the CFA measurement model to the SEM model is
illustrated by the example shown in Figure 3.5. The example includes four latent
factors and 16 observed indicator variables. Each factor is investigated via four
indicators, and the covariances for each pair of factors are given in the CFA model.
When the conversion to the SEM model is completed, some factors and their
indicators have an exogenous (independent) character, while the others have an
endogenous (dependent) character. In Figure 3.5, the causal paths with certain

direction can be also noticed.

cov

CFA MODEL

FACTOR 2

Source: Hair, Multivariate Data Analysis

Figure 3.5 : The conversion from the CFA measurement model to the SEM model,
illustrated by example.
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B. The structure of the SEM model represented by the path diagram

Figure 3.6 shows an example of the structure of SEM model represented by the path
diagram (Byrne, 2009). The meaning of the corresponding variables and coefficients

is shown in Table 3.4.

A Loadings
7.3  Structural coefficients
@ Covariances

Figure 3.6 : An example of the structure of SEM model represented by the path
diagram.

From Figure 3.6 it can be seen, how the structural equation model is split into two

parts: the measurement part of model and the structural part of model.

The meaning of the corresponding variables and coefficients is shown in Table 3.4.
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Table 3.4 : The meaning of the corresponding variables and coefficients.

Variable or The meaning
coefficient
. The manifest exogenous indicators of exogenous (independent)
' latent factors &
& The exogenous (independent) latent factors
The endogenous manifest Indicators of endogenous (dependent)
Yk latent factors #;
n The endogenous (dependent)latent factors
0i The errors (disturbances) related to x;
&k The errors (disturbances) related to yx
& The latent disturbances related to #;
P The possible covariances of latent factors
The structural coefficients of paths from exogenous to endogenous
7 factors
The structural coefficients of paths from endogenous to other
p endogenous factors
Ax The loadings related to exogenous factors
Ay The loadings related to endogenous factors

e Not shown: The structural coefficients, which belong to the paths from the
indicator errors to the corresponding indicator variables.

e  Path coefficients can be also treated as the regression weights (standardized
regression coefficients).

C. Structural model testing, model evaluation, and fit indices

One of the important advantages of the SEM modeling is the ability to test and
evaluate the models which incorporate a complex set of theoretical hypotheses. The
set of hypothesized relationships is specified and usually applied graphically in the
form of the path diagram model (Byrne, 2009). When the path model is built, the
question about its quality of fitting the measured data becomes an important issue.
Thus, we want to know if the hypothesized theoretical model performs an adequate
fit to the observed data. We may also wish to answer the question about the model

selection in the case of multiple developed competing models.

Most of the so-called fit indices apply the chi-square y2 test statistic for the
hypothesized model, often in conduction of the same statistic for a baseline model

(Yuan, 2005).

Because there is no single criterion for the theoretical model fit evaluation obtained
as a result of SEM, a wide array of fit indices was developed. There are more than a
dozen different fit statistics researchers use to assess their confirmatory factor

analyses and structural equation models. Table 3.5 shows some of the most important
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fit indices, their acceptable threshold values, the corresponding descriptions, and the

type of the indices (absolute, incremental, or parsimony index).

Table 3.5 :

The fit indices in the process of SEM model testing and evaluation.

. Acceptable Threshold o
Fit Index Levels Description Type
Low value relative to Chi-Square y° of the
degrees of freedom with | discrepancy between the .
z an insignificant p values | sample and the fitted Absolute fit index
(p> 0.05) covariances’ matrices
) <3 good Relative Chi-Square y°
(X / d f) < 5 permissible of the discrepancy Absolute fit index
< 0.07 good
RMSEA | 0-07-0.10 moderate Root Mean square Absolute fit index
> (.10 bad Error of approximation
value Associated p value for
(PPCLOSE) >0.50 RMSEA (test of close
fit)
> 0.95 good o .
G FI > 0.90 acceptable Goodness-of-fit statistic | Absolute fit index
Good models have Ro?t mean square Absolute fit index
RMR small RMR residual
Standardized root mean | Absolute fit index
SRMR <0.09 square residual
NFI > 0.90 acceptable . Incremental fit
> 0.95 good Normed-fit index index
NNFI | >0.95 good ?F;:}lﬁg:g;gt Index | 1 cremental fit
(TLI) > ().80 acceptable index
Incremental fit
CF1 > 0.90 acceptable Comparative fit index index
>0.95 good .
Parsimony normed fit
PNFI > 0.50 good index .Pars1mony fit
index

Model modification is done to improve the model by releasing the fixed parameters

or by fixing free parameters in a specified model.
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D. Software for the Structural Equation Modeling

In the last 35 years, there have been quite a lot of programs developed for the

purpose of structural equation modeling (Hoyle, 2012). SEM Steps

Table 3.6 : Some of the most important softwares for SEM modeling.

SEM Package Comments Meaning

Amos Add-on to SPSS Analysis
Of Moment Structures

Proc. CALIS Procedure in SAS Covariance Analysis of
Linear Structural Equations

EQS Multivariate software Equations

GLLAMM Add-on to STATA

HYBALL Free

LISREL Linear structural
Relationships

Mplus

Mx Free Matrix

OpenMx Free R package, based on

Mx

NEUSREL Uses Matlab

SYSTAT

Sem Package for R, Free

SEGPATH Free

SEPATH Structural Equation
Modeling and Path
Analysis

TETRAD Free beta

Naturally, each of these programs has many specific advantages, but also suffers for
certain weaknesses and/or limitations. The majority of these programs are

commercial, but there are also programs free of charge.
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3.6 Research Model and Propositions (or Hypothesis)

3.6.1 Conceptual model of research

Further to relevant theoretical and empirical research reviews in the literature, below

model is developed to illustrate the relationship between specified variables.

Self
Construal

Conflict
Style

Figure 3.7 : Conceptual Research Model.

Conlflict style is the dependent variable, whereas self-construals and mindfulness are
the independent variables. Demographics (i.e. gender, occupation, work experience,

age etc.) are also statistically evaluated as independent variables.

3.6.2 Research questions and prepositions (or hypothesis)

Although a large number of research has been done to understand influence of
culture on conflict management and resolution behaviors in organizational settings,
there is no study yet in the construction industry particularly considering the
influence of individual ‘self-construal’ as well as ‘mindfulness’ in construction

industry.

Aim of this research is to deepen the understanding of the relationship of culture
which is operationalized as integrated ‘learned patterns of behavior’ and mindfulness

construct to conflict style, in construction management.

The objective of this explanatory study is to assess the influence of individual level
cultural values: self-construal: individualism/collectivism and mindfulness construct
as variables to provide deeper insights and explanations to conflict behavior which is

defined as individual conflict-style.
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3.6.2.1 Research questions

3.5.2.1.1. Does self-construal (individualist-collectivist) have impact on project

management professional’s conflict-style?

3.5.2.1.2. Does mindfulness construct have impact on project management

professional’s conflict-style?

3.5.2.1.3. Does mindfulness construct have mediator effect on conflict-style of

project management professionals with different self-construal types?

3.6.2.2 Propositions (or hypothesis)

Hypothesis 1a: Individualist Self-construal is effective on Mindfulness.
Hypothesis 1b: Relational Self-construal (collectivism) is effective on
Mindfulness.

Hypothesis 2a : Individualist Self-construal (individualism) is effective on

conflict-style.

Hypothesis 2b: Relational Self-construal (collectivism) is effective on conflict-
style.

Hypothesis 3 : Mindfulness, is effective on conflict-style.

Hypothesis 3a: Mindfulness has a mediator relationship on conflict-style of the

individuals with individual self-construal (individualism).

Hypothesis 3b: Mindfulness has a mediator relationship on conflict-style of the

individuals with relational self-construal (collectivism)
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Mindfulness

Self-construal
individual

Conflict
Handling Style

Figure 3.8 : Conceptual model with propositions.
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4. THE RESEARCH RESULTS

185 individuals, who are project/construction management professionals working for
construction and fit-out projects of a specific global retail company in Turkey
returned questionnaires which are eligible for evaluation. These include Owner
Project Management and Construction Management Professionals together with their
contractors and material suppliers who are working on the project/construction
management teams, and consist of architects, engineers and other management
professionals. All technical procedures and standards are being the same, the
project/construction management social system has been investigated on individual

basis.

252 people have been contacted by e-mail messages some followed by phone calls

and meetings and with help of the company in-house learning and development

department.
Table 4.1 : Self-types according to BID-scale results.
Self-construal Types
Separated- Related- Related- Separative
BID Subscales individuation | patterning | individuation | patterning
(differentiative | (integrative | (balanced | (Unbalanced
contexts) contexts) contexts) context)
Interpersonal >2,565 X X
relatedness <2,565 X X
Personal >3,152 X X
individuation <3,152 X X
NUMBER OF PERSON 60* 36 48%* 41

Separated individuation which is differentiative self-construal context is the mostly
preferred self-type by Professionals. These individuals have high individuation and

low relatedness.

Balanced context is the second most preferred self-construal by Professionals. These

individuals have both high relatedness and individuation scores.

Unbalanced context is considered outside of further evaluation scope.
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Table 4.2 : Conflict-styles according to updated TKI measures results.

low medium high me}iiiigﬁn -
Conlflict-style original | updated | original | updated | original | updated
Competing 99 79 62 72 24 34 106
Collaborating 56 23 103 136 26 26 162*
Compromising 9 22 95 110 81 53 163*
Avoiding 64 64 97 97 24 24 121
Accommodating 25 25 92 92 68 68 160

*highly preferred conflict-styles by professionals are collaborating and compromising conflict-styles

followed by accommodating conflict-style.

4.1 Demographic Results

Demographics provide an aggregate picture of a population and capture a snapshot in

time (French, 2014). In this research, there are 6 items measuring demographic data

of the responders. The demographics information gathered for this research are as

represented in Table 4.3.

According to the findings; participants demographic data represents majority of

participants as; male dominant with 58%, 40-49 years of age with 32%, with BSc

degree with 57%, most of them are architects with 38%, 10-15 years long at the same

position with 25%, and 15+ years long at the company with 33%.
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Table 4.3 : Demographic results of the participants.

3 n %
Gender female 77 41,6
male 108 58,4
Age 20-29 49 26,5
30-39 57 30,8
40-49 60 32,4
50+ 19 10,3
Education bsc 105 56,8
msc + 71 38,4
oth 9 4,9
Job title archt 71 38,4
eng 61 33,0
oth 53 28,6
Years at the position | 2 or less 29 15,7
35 33 17,8
610 40 21,6
1115 46 24,9
16+ 37 20
Years at the company | 2 or less 33 17,8
35 30 16,2
610 20 10,8
1115 41 22,2
16+ 61 33

4.2 Descriptive Statistics

According to the variables discussed within the scope of the research, descriptive

statistics findings are displayed herein.

Table 4.4 : Descriptive statistics based on variables discussed in the scope of

research.
Mean | St Deviation | Minimum Maximum
Individuation Self Construal 3,1518 ,43827 1 4,23
Related Self Construal 2,5651 , 31690 1 3,69
Mindfulness 2,9203 ,36663 1 4,05
Competing Conflict-style 3,69 2,784 0,00 11
Avoiding Conflict-style 5,41 1,866 1 11
Compromising Conflict-style 8,05 2,133 1 12
Collaborating Conflict-style 6,54 1,868 2 11
Accommodating Conflict-style 6,30 1,920 2 11
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Table 4.5 : Descriptive statistics according to individual (individualist) self-construal

mean.
individuation
Self-type Mean Stangrd Minimum Maximum
Deviation
differentiative 3,4308 ,20337 3,15 3,92
integrative 2,7436 ,33252 1,69 3,08
balanced 3,4295 ,23951 3,15 4,23

Table 4.6 : Descriptive statistics according to relational (collectivist) self-construal

mean.
relatedness
Self-type Mean Star.lde}rd Minimum Maximum
Deviation
differentiative 4,12 0,39 3,38 5
integrative 2,1 0,35 1,15 3,15
balanced 4,04 0,32 3,31 4,85

Table 4.7 : Descriptive statistics according to mindfulness construct mean.

mindfulness
Self-type Mean S.t' . Minimum Maximum
Deviation
differentiative 2,9321 , 33073 1,62 4,05
integrative 2,8917 , 38465 2,10 3,67
balanced 3,0091 , 33895 1,97 3,69

Table 4.8 : Descriptive statistics according to competing conflict-style mean.

Competing Conflict-style
Self-type Mean St.Deviation | Minimum Maximum
differentiative 4,12 0,39 3,38 5
integrative 2,1 0,35 1,15 3,15
balanced 4,04 0,32 3,31 4,85

Table 4.9 : Descriptive statistics according to avoiding conflict-style mean.

Self-type Avoiding Conflict-style
Mean St.Deviation | Minimum | Maximum
differentiative 5,23 1,872 1 8
integrative 5,72 1,632 3 9
balanced 5,42 1,998 2 11

Table 4.10 : Descriptive statistics according to compromising conflict-style mean.

Compromising Conflict-style

Self-type Mean Star}da}rd Minimum | Maximum
Deviation
differentiative 8,47 2,103 3 12
integrative 8,11 2,135 4 12
balanced 7,69 2,233 1 12
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Table 4.11 : Descriptive statistics according to collaborating conflict-style mean.

Collaborating Conflict-style
Self-type Mean Star.lda}rd Minimum | Maximum
Deviation
differentiative 6,77 1,701 3 10
integrative 6,53 1,732 3 11
balanced 6,38 2,110 3 11

Table 4.12 : Descriptive statistics according to accommodating conflict-style mean.

Accommodating Conflict-style

Self-type Mean Star}dqrd Minimum | Maximum
Deviation
differentiative 6,13 1,610 2 10
integrative 6,17 1,935 2 10
balanced 6,50 2,173 2 11

4.3 Inferential Statistics (General Information)

Following tables illustrate the results.

P-value around the determined significance level limit (0.05) are considered to be

marginal (could go either way) and reported for interpretation.
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Table 4.13 : Statistical test values of variables with gender as a variable.

DQ-1 GENDER

Variables

Gender

N

AO

SS

p value

Individual orientation

(note: 10 has a normal distribution
(p=0,027<0,05) There are two
independent samples and our test
statistic is t- test.)

Female

77

3,1369

0,4445

Male

108

3,1624

0,4356

0,793

Relational orientation

(note: Not normal distribution. we have
to use nonparametric methods (Mann-
Whitney U test))

Female

77

2,5273

0,3525

Male

108

2,592

0,2876

0,212

Mindfulness construct

(note: Not normal distribution. we have
to use nonparametric method in our
tests. (Mann-Whitney U test))

Female

77

2,9434

0,3708

Male

108

2,9038

0,3644

0,447

Competing Conflict-style

(note: Gender and Competing-style
variables are categorical data. For this
reason, we use a nonparametric method
in our test. (Mann-Whitney U Test))

Female

77

3,16

2,576

Male

108

4,06

2,875

0,037

Avoiding Conflict-style

(note: Gender and Avoiding-style
variables are categorical data. For this
reason, we use a nonparametric method
in our test. (Mann-Whitney U Test))

Female

77

5,35

5,44

Male

108

1,869

1,871

0,865

Compromising

(note: Gender and Compromising
variables are categorical data. For this
reason, we use a nonparametric method
in our test. (Mann-Whitney U Test))

Female

77

8,77

1,877

Male

108

7,55

2,168

0***

Collaborating Conflict-style

(note: Gender and Collaborating-style
variables are categorical data. For this
reason, we use a nonparametric method
in our test. (Mann-Whitney U Test))

Female

77

6,49

1,944

Male

108

6,57

1,82

0,976

Accommodating Conflict-style

(note: Gender and Accommodating-
style variables are categorical data. For
this reason, we use a nonparametric
method in our test. (Mann-Whitney U
Test))

Female

77

6,23

1,919

Male

108

6,34

1,929

0,468

Interpretation of the results:

When conducting a hypothesis test statistically, a p-value helps evaluate

significance of results. Hypothesis tests are used for testing the validity of a claim

about a population. This claim on trial is called the null hypothesis.

The alternative hypothesis is the one to consider if the null hypothesis is resulted not

true. The data and the statistics that go along with it, is the evidence of trial. All
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hypothesis tests finally use a p-value to assess the strength of the evidence. The p-

value is between 0 and 1 and how to interpret it is explained below:

A small p-value (typically < 0.05) point out strong evidence against the null

hypothesis. In this case, the null hypothesis should be rejected.

A large p-value (> 0.05) point out weak evidence against the null hypothesis. In this
case, the null hypothesis should not be rejected

So we can say there is one statistically significant relationship in (Table 4.13).

Evaluation approach used for statistical results is as in below given examples for

significantly different and not different p values:
Gender and Competing-style variables are significantly different:

Gender variable is categoric and Competing conflict-style variable is not normal
distribution (not t-test because not normal distribution). Because of this reason, we

use a nonparametric method in our test, it is Mann-Whitney U Test.
Our hypothesis;

Ho= there is not a statistically significant difference between median of gender and

median of competing.

Hi= there is a statistically significant difference between median of gender and

median of competing.

Test statistical result is p=0,037<0,05. Hy is rejected. It means that there is a
statistically significant difference between median of gender and median of
competing.

Gender and Individual Orientation variables are not different from each other

significantly:

IO has a normal distribution (p=0,027<0,05 — Normality test is One sample
Kolmogorov — Simirnov test) we use a parametric method. There are 2 independent
samples and our test statistic is t-test. If our test is t-test or parametric test, our

hypothesis is;

Ho= there is not a statistically significant difference between mean of gender and

mean of Individual Orientation.
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Hi= there is a statistically significant difference between mean of gender and mean

of Individual Orientation.

Test statistical result is p=0,793>0,05. Hy is not rejected. It means that there is not a
statistically significant difference between mean of gender and mean of Individual

Orientation.

For example;

Hypothesis Test Summary
Null Hypothesis Test Sig. Decision
Independent-
The distribution of CSCPT istheSamples Reject the
1 same across categories of Mann- 037 null
GENDER. Whitney U hypothesis.
Test

Asymptotic significances are displayed. The significance level is 05.

Hypothesis Test Summary
Null Hypothesis Test Sig. Decision
Independent-
The distribution of CSCMPR istheSamples Reject the
1 same across categories of Mann- 000 null
GENDER. Whitney U hypothesis.
Test

Asymptotic significances are displayed. The significance level is 05.

Results for statistical comparison of “Gender” variable:

1. Gender and Competing conflict-style variables have statistically significant

difference:

Competing conflict-style varies with gender type and men use competing-

style more than women.
2. Gender and Compromising conflict-style variables are significantly different:

Compromising conflict-style varies with gender type and women use

compromising-style more than men.
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Table 4.14 : Statistical test values of variables with age as a variable.

DQ-2 AGE

Variables Age N AO SS p value
. 20-29 49 3,09 0,62

it TSR X5 A— 0 S—

(ANOVA) 40-49 60 3,16 0,36 ’

50+ 19 3,26 0,34

Relational 20-29 49 2,58 0,36

orientation 30-39 57 2,57 0,27 0.792

(Kruskal Wallis | 40-49 60 2,55 0,30 ’

Test) 50+ 19 2,56 0,38

Mindfulness 20-29 49 2,96 0,50

construct 30-39 57 2,85 0,25 0.07

(Kruskal Wallis | 40-49 60 2,91 0,36 ’

Test) 50+ 19 3,04 0,26

Competing 20-29 49 2,96 2,93

Conflict-style 30-39 57 2,85 2,84 0.166

(Kruskal Wallis | 40-49 60 2,91 2,55 ’

Test) 50+ 19 3,04 2,77

Avoiding 20-29 49 5,33 1,99

Conflict-style 30-39 57 5,56 1,65 0.838

(Kruskal Wallis | 40-49 60 5,33 1,94 ’

Test) 50+ 19 5,37 2,03

Compromising | 20-29 49 7,80 2,41

Conflict-style 30-39 57 8,30 2,04 0373

(Kruskal Wallis | 40-49 60 8,23 1,93 ’

Test) 50+ 19 7,42 2,24

Collaborating 20-29 49 6,35 1,97

Conflict-style 30-39 57 6,40 1,88 0.48

(Kruskal Wallis | 40-49 60 6,82 1,75 ’

Test) 50+ 19 6,58 1,95

Accommodating 20-29 49 6,16 1,85

Conflict-style 30-39 57 6,00 2,07 0.002% %

(Kruskal Wallis | 40-49 60 6,32 1,82 ’

Test) 50+ 19 7,47 1,61

Results for statistical comparison of “Age” variable:

In Table 4.14. there is one statistically significant difference between age variable
and Accommodating conflict-style. Test statistical result is p=0,022< 0,05 for

Accommodating conflict-style.

It means that there is a statistically significant difference between Age and

Accommodating conflict-style.

1. Age and Accommodating conflict-style variables have statistically significant

difference and a post-hoc test is applied.

73




Professionals within age 50+ use Accommodating-style more than others, according
to their mean scores. It is followed by professionals within age range 40-49.
Accommodating conflict-style is least used by professionals within age range 30-39,
followed by professionals within age range of 20-29. According to post-hoc test
results, 50+ group is pairwise different than 30-39 and 20-29 age groups.

Table 4.15 : Statistical test values of variables with education as a variable.

DQ-3 EDUCATION

Variables Education N AO SS p value

Individual bsc 105 3,11 0,48

orientation msc + 71 3,19 0,37 0,132

(ANOVA) oth 9 3,38 0,31

Relational bsc 105 2,55 0,33

orientation msc + 71 2,58 0,30 0.769

Kruskal Walli ’

(Tes‘tl)s T 9 2,62 0,26

Mindfulness bsc 105 2,94 0,40

construct msc + 71 2,92 0,32 0.065

Kruskal Walli ’

(Tes‘tl)s al Wallis 9 2,70 0,25

Competing bsc 105 3,79 2,65

Conflict-style msc + 71 3,41 2,97

(Kruskal Wallis ’ ’ &’
oth 9 4,67 2,83

Test)

Avoiding bsc 105 5,39 1,87

Conflict-style msc + 71 5,45 1,90 0.954

(Kruskal Wallis oth 9 520 1,64

Test)

Compromising | bsc 105 8,00 2,01

Conflict-style msc + 71 8,20 2,36 0.459

(Kruskal Wallis ’

Test) oth 9 7,56 1,81

Collaborating bsc 105 6,46 1,73

Conflict-style msc + 71 6,62 2,07 0.693

(Kruskal Wallis ’

Test) oth 9 6,89 1,97

Accommodating | bsc 105 6,36 1,84

Conlflict-style msc + 71 6,28 1,91 0.657

(Kruskal Wallis ’

Test) oth 9 5,67 2,92

Results for statistical comparison of “Education” variable:
In Table 4.15 there is not any statistically significant relationship.

It means that there is no statistically significant difference between “Education”

variable and other test variables.
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Table 4.16 : Statistical test values of variables with education as a variable.

DQ-4 JOB TITLE

Variables Job Title N AO SS p value
architect 71 3,22 0,42
Individual engineer | 61 3,06 | 0,44 0,120
orientation
(ANOVA) other 53 3,16 0,45
architect 71 2,61 0,32
Relational .
orientation engineer 61 2,56 0,26 0,4960
T(I;‘:;Skal Wallis 1 her 53 251|036
architect 71 2,92 0,32
Mindfulness .
construct engineer 61 2,98 0,34 0.4610
T(I;‘:;Skal Wallis 1 her 53 285 | 037
architect 71 3,59 2,83
Competing .
Conflict-style | “€ineer | 61 A3 |28 0,3890
T(I;‘;‘)“kal Wallis | her 53 411 | 2,85
architect 71 5,49 1,63
Avoiding .
Conflict-style V- 61 h 2,08 0,3370
T(I:SI;‘)‘Skal Wallis | iher 53 513|191
Compromising | architect 71 8,11 2,19
Conlflict-style engineer 61 8,10 2,11 07120
Kruskal Walli ’
T(est)s BN other 53 7,92 | 2,12
Collaborating architect 71 6,23 1,75
Conflict-style engineer 61 6,67 1,82
. 2 2 0,0790
kal Wall ’
(Kruskal Wallis | or 53 681 | 2,04
Test)
Accommodating | architect 71 6,54 2,10
Conflict-style engineer 61 6,26 1,80 0.1980
kal Walli ’
(Kruskal Wallis | o0 53 6,02 | 1,80
Test)

Results for statistical comparison of “Job-title” variable:
In Table 4.16 there is not any statistically significant relationship.

It means that there is no statistically significant difference between “Job-title”

variable and other test variables.
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Table 4.17 : Statistical test values of variables with “Years at the position” as a

variable.
DQ-5 YEARS AT THE POSITION
Variables Yegrg at N AO SS p value
position
2 or less 29 3,16 0,30
Individual 2t05 33 322|033
orientation 5t0 10 40 3,19 0,36 0,6530
(ANOVA) 10 to 15 46 311|045
15+ 37 309 |070
lational 2 or less 29 2,54 0,30
Re atiotr}a 2105 33 262|030
E’Efl‘:sli;f{;vms 5t0 10 40 258 | 031 0,0630
T 10to 15 46 248 | 026
est)
15+ 37 2,62 | 0,40
) 2 or less 29 2,99 0,29
Mm‘:rfuht‘ess 2105 33 201 | 032
C(‘;grsus‘f(;l Wallis |30 10 40 297 |031 0,4740
10to 15 46 2.84  |033
Test)
15+ 37 292  |052
) 2 or less 29 2,97 2,64
gomé’,ettmf | 2105 33 376 | 3,00
(Igflsifal‘ SV\}/,aTlis 5t0 10 40 358 | 247 0.5550
10to 15 46 407 296
Test)
15+ 37 384 | 282
o 2 or less 29 5,69 2,39
‘éVohd,“igt L |25 33 494 | 1.75
(Igfusifal' S’Vga?hs 5t0 10 40 5,75 1,53 0,2270
10to 15 46 522 | 1.81
Test)
15+ 37 546 | 1.88
. 2 or less 29 8,00 1,83
gomff,r‘;mfllng 2105 33 770 | 2.24
(I;’;Si{cal' S\ga‘fhs 5t0 10 40 8,05 1,78 0,7860
10to 15 46 824 |238
Test)
15+ 37 8,19 |234
) 2 or less 29 6,34 1,99
g"llgl?otratt“ig 2105 33 721 | 173
(Iglsifal' S\K}/Iailis 5t0 10 40 6,25 1,79 0,1960
10to 15 46 6,41 1,86
Test)
15+ 37 6,57 | 1,94
. 2 or less 29 7,00 1,63
écc%r_mtnotdalltmg 2105 33 639 | 1,98
(Ig;sifal‘ S\K}/Iailis 5t0 10 40 630 | 2,07 0,1980
10to 15 46 6,07 | 207
Test)
15+ 37 5,95 1,76

Results for statistical comparison of “Years at the position” variable:

In Table 4.17 there is not any statistically significant relationship.
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It means that there is no statistically significant difference between “Years at the

position” variable and other test variables.
Results for statistical comparison of “Years at the company” variable:

In Table 4.18 there is one statistically significant relationship between Years at the
position variable and Relational orientation. Test statistical result is p=0,017< 0,05

for Years at the position.

It means that there is a statistically significant difference between Years at the

company and Relational orientation.

1. Years at the company and Relational orientation variables have statistically

significant difference and a post-hoc test is applied:

2-5 Years at the position have higher Relational orientation than others, according to
their mean scores. It is followed by professionals with Years at the position range 5-
10. With regards to post-hoc test results, 2-5 years at the position group is
statistically different than 10-15 years at the position group according to their

Relational Orientations.
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Table 4.18 : Statistical test values of variables with “Years at the company” as a

variable.
DQ-6 YEARS AT THE COMPANY
Variables Years at N AO SS p value
pstn
2 or less 33 3,16 0,38
Individual 2105 30 321 031
orientation 5t0 10 20 3,10 0,22 0,4540
(ANOVA) 1010 15 41 3.05 0.43
15+ 61 3.20 0.56
) 2 or less 33 2,49 0,23
Relational 2105 30 2,67 0.26
E’Ef:::ﬁ:l"%vauis 510 10 20 2,64 0,41 0,017%%%
Tost) 1010 15 41 2,49 0.29
15+ 61 2.58 0.35
) 2 or less 33 3,00 0,31
Mindfulness 2105 30 2.92 0.33
C‘;élrsli“f("tl Wallis |__5010 20 2.92 0.24 0,5720
T(est)s AW M 010 15 41 2.86 0.33
15+ 61 2.92 0,46
. 2 or less 33 2,76 2,62
gg;nf%ittﬁfyle 2105 30 3,63 244
(Rruskal Wallis |30 10 20 3,45 2,61 0,0910
Test) 1010 15 41 461 3,08
15+ 61 3,67 277
L 2 or less 33 5,85 2,14
Avoﬁlng 1 2105 30 5.10 1.73
?&;ﬁ;‘ls%zms 510 10 20 5.60 143 0,4930
Tost) 1010 15 41 5.24 1.92
15+ 61 5.36 1.87
o 2 or less 33 8,15 1,97
gggﬁn;l;‘lgg 2105 30 8,17 151
(Kruskal Wallis |_31010 20 8.30 2.13 0,8370
Tost) 1010 15 41 7.73 2.16
15+ 61 8.08 2,48
) 2 or less 33 6,30 1,91
ggﬂ;‘l’&riﬁi 2105 30 6.80 1.97
(Keuskal Wallis |30 10 20 6.25 1,52 0,8450
Tost) 1010 15 41 6.51 1.82
15+ 61 6,66 1,96
) 2 or less 33 6,94 1,77
égﬁ%ﬁf;ﬁgng 2105 30 6,30 2,00
(Keuskal Wallis |30 10 20 6,25 1,94 0,2400
Tost) 1010 15 41 5.90 1.83
15+ 61 6.23 1,99
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Table 4.19 : Statistical test values of variables with “Team harmony” as a variable.

DQ-7 What do you think about the harmony of your team?

Variables N AO SS p value

1 1 3,38 0,00

.. . . 2 2 3,31 0,22
I‘&K;gﬁfi‘)’“emamn 3 36 3,16 | 041 0,1030

4 111 3,09 0,43

5 35 3,32 0,47

1 1 2,19 0,00

Relational orientation 2 2,84 0,31

. 3 36 2,66 0,25 0,024 ***

(Kruskal Wallis Test) 4 11 257 0.32

5 35 2,45 0,34

1 1 3,10 0,00

Mindfulness construct 2 2,95 0,22
(Kruskal Wallis Test) 3 36 3,01 0,42 0,5360

4 111 289 | 031

5 35 2,92 0,46

) ) 1 1 4,00 0,00
S?;?Petmg 9 i 326 3’2(1) 27;(1) 0,4440

(Kruskal Wallis Test) 4 11 3.94 2.80

5 35 2,97 2,66

1 1 4,00 0,00

Avoiding Conflict-style 2 2 7,00 1,41
(Kruskal Wallis Test) 3 36 5,50 2,24 0,6280

4 111 5,35 1,79

5 35 5,43 1,75

1 1 11,00 0,00

Compromising Conflict- 2 2 6,50 0,71
style 3 36 8,03 2,24 0,2560

(Kruskal Wallis Test) 4 111 7,95 2,01

5 35 8,40 2,43

1 1 4,00 0,00

Collaborating Conflict- 2 9,50 2,12
style 3 36 6,11 1,88 0,1000

(Kruskal Wallis Test) 4 111 6,58 1,90

5 35 6,77 1,57

1 1 7,00 0,00

Accommodating 2 2 3,50 2,12
Conflict-style 3 36 6,75 2,12 0,2690

(Kruskal Wallis Test) 4 111 6,15 1,91

5 35 6,43 1,63

Results for statistical comparison of “Team harmony” as a variable:

In Table 4.19 there is a statistically significant difference between Team harmony
variable and Relational orientation. Test statistical result is p=0,024< 0,05 for Team

harmony.
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It means that there is a statistically significant difference between Team harmony and

Relational orientation.

1. Team harmony and Relational orientation variables have statistically

significant difference and a post-hoc test is applied:

Relational orientation is statistically different with “Team harmony”. Professionals
with Team harmony score 2 (good) out of 5 scale (1 being the perfect harmony and 5
being none) have higher Relational orientation than others, according to their mean
scores. With regards to post-hoc test results, pairwise groups have no statistically

significant difference.
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Table 4.20 : Statistical test values of variables with “communication/social-
interaction” as a variable.

DQ-8 To what extent do you think communication /social interaction have impact on

Variables N AO SS p value

1
Individual orientation 2 3 3.21 0.16

3 27 3.08 0.53 0,8160
(ANOVA) 4 92 3.16 0.37

5 63 3.16 0.49

1
Relational orientation 2 3 2.52 0.37

3 27 2.54 0.26 0,6330
(Kruskal Wallis Test) 4 92 2.60 0.29

5 63 2.53 037

1
Mindfulness construct 2 3 2.81 0.17

3 27 2.85 028 0,2440
(Kruskal Wallis Test) 4 92 2.92 0.31

5 63 2.96 046

1
Competing Conflict-stvle 2 3 8.00 1.73

3 27 4.48 2.69 0,002%**
(Kruskal Wallis Test) 4 92 391 2.87

5 63 2.81 2.40

1
Avoiding Conflict-stvle 2 3 4.33 2.31

3 27 5.04 2.07 0,1470
(Kruskal Wallis Test) 4 92 5.29 1.85

5 63 5.78 1.76

1
Compromising Conflict-stvle 2 3 6.67 3.51

3 27 7.07 2.04 0,044 ***
(Kruskal Wallis Test) 4 92 8.18 2.16

5 63 8.35 1.97

1
Collaboratine Conflict-stvle 2 3 6.33 3.06

3 27 6.67 2.02 0,9320
(Kruskal Wallis Test) 4 92 6.46 1.88

5 63 6.62 1.76

1
Accommodating Conflict-stvle 2 3 4.67 1.16

3 27 6.74 1.81 0,1640
(Kruskal Wallis Test) 4 92 6.12 1.91

5 63 6.44 1.97

Results for statistical comparison of “communication/social-interaction” as a

variable:

1. Communication/social-interaction and Competing conflict-style variables

have statistically significant difference and a post-hoc test is applied:

Competing conflict-style is statistically different with Communication/social-
interaction. Professionals with Communication/social-interaction score 2 (good) out

of 5 scale (1 being the perfect Communication/social-interaction and 5 being none)
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have higher Competing conflict-style than others, according to their mean scores.
With regards to post-hoc test results, pairwise groups have statistically significant

difference between 5-3 and 5-2 scores.

2. Communication/social-interaction and Compromising conflict-style variables

have statistically significant difference and a post-hoc test is applied:

Compromising conflict-style is statistically different with Communication/social-
interaction. Professionals who scored 5 out of 5 scale (1 being exactly agreed and 5
being agreed to a very little extent) for Communication/social-interaction effect, have
higher Compromising conflict-style than others, according to their mean scores.
With regards to post-hoc test results, pairwise groups have no statistically significant

difference.
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Table 4.21 : Statistical test values of variables with “individuals thinking of the way
of dealing with conflict and its effect on project performance” as a variable.

DQ-9 To what extent do you think the way of dealing with conflict have impact on
project performance?

Variables N AO SS p value
1 1 2,54 0,00
Individual orientation 2 2 3,27 0,16
3 32 3,03 0,44 0,089
(ANOVA) 4 111 3,22 0,38
5 39 3,08 0,57
1 1 2,38 0,00
Relational orientation 2 2 2,44 0,27
3 32 2,63 0,33 0,418
(Kruskal Wallis Test) 4 111 2,54 0,28
5 39 2,61 0,41
1 1 3,15 0,00
Mindfulness construct 2 2 2,82 0,15
3 32 2,84 0,31 0,015%**
(Kruskal Wallis Test) 4 111 2,90 0,35
5 39 3,05 0,44
1 1 2,00 0,00
Competing Conflict-style 2 2 5,50 0,71
3 32 5,03 3,23 0,016%**
(Kruskal Wallis Test) 4 111 3,65 2,70
5 39 2,64 2,24
1 1 3,00 0,00
Avoiding Conflict-style 2 2 2,00 2,83
3 32 2,19 1,79 0,273
(Kruskal Wallis Test) 4 111 5,33 1,93
5 39 5,87 1,69
1 1 10,00 0,00
Compromising Conflict-style 2 2 7,50 3,54
3 32 7,44 2,44 0,164
(Kruskal Wallis Test) 4 111 8,03 2,10
5 39 8,62 1,84
1 1 9,00 0,00
Collaborating Conflict-style 2 2 6,00 4,24
3 32 6,13 1,62 0,346
(Kruskal Wallis Test) 4 111 6,70 1,89
5 39 6,38 1,89
1 1 6,00 0,00
Accommodating Conflict-style 2 2 6,00 2,83
3 32 6,22 1,85 0,988
(Kruskal Wallis Test) 4 111 6,26 2,06
5 39 6,49 1,60

Results for statistical comparison of “individuals thinking of the way of dealing with

conflict and its effect on project performance” as a variable:
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1. Individuals thinking of the way of dealing with conflict and its effect on
project performance and Mindfulness variables have statistically significant

difference and post-hoc test is applied:

Mindfulness is statistically different with individuals thinking of the way of dealing
with conflict and its effect on project performance. Professionals with Mindfulness
score 1 (highest score) out of 5 scale (5 being the least) have higher individuals
agreement of the way of dealing with conflict and its effect on project performance
than others, according to their mean scores. With regards to post-hoc test results,

pairwise groups 3-5 and 4-5 have statistically significant difference.

2. Individuals thinking of the way of dealing with conflict and its effect on
project performance and Competing conflict-style variables are significantly

different and a post-hoc test is applied:

Competing conflict-style is statistically different with individuals thinking of the way
of dealing with conflict and its effect on project performance. Professionals with
Competing conflict-style score 2 (to a great extent) out of 5 scale (5 being the least
extent) have higher individuals thinking of the way of dealing with conflict and its
effect on project performance than others, according to their mean scores. With
regards to post-hoc test results, pairwise group 5-3 has statistically significant

difference.
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4.4 DQ-10 Does Your Team Provide Adequate Levels of Social Support for its

Members?
Following tables illustrate the results.

Table 4.22 : Statistical test values of variables with “Team’s social support to its
members” as a variable.

Variables N AO 3S b value
Individual L 18 3.21 0,35
Oﬁeil\gitlliil 2 120 3,11 0,40 0,135
3 47 3,25 0,54
Relational L 18 2,59 0,25
ori:nialt(i)gi 2 120 2,58 0,31 0,898
3 47 2,52 0,35
Mindful ! 18 2.85 0,33
corirsltrulétness 2 120 2,92 0,34 0,346
3 47 2,96 0,43
Competi 1 18 3,33 331
Coorf?lri):t-l;%de _ 120 4,03 2.80 0,057
3 47 3,00 2,02
Avoidi ! 18 6,11 2,14
Cor\llt?llicil—ls%yle 2 120 5,33 1,84 0,277
3 47 5,03 2,01
C - 1 18 8,39 2,48
cg;nfirc(insltl;zg 2 120 7.87 2,16 0,169
3 47 8,03 2,01
- 1 18 6.11 2,30
&ﬂiﬁ?ﬁ“i‘f 2 120 6,64 1,78 0,573
d 3 47 6,00 2,32
1 18 6,06 2,58
Accommodating > >
Conflict-style 2 120 6,10 1,80 0,071
Y 3 47 7,03 2,04

Results for statistical comparison of “Team’s social support to its members” variable:
In Table 4.22 there is not any statistically significant relationship.

It means that there is no statistically significant difference between “Team’s social

support to its members” variable and other test variables.
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Table 4.23 : Statistical test values of variables with “individuals thinking of
constructive healthy approaches effect on conflict resolution” as a variable.

DQ-11 Does your team have constructive healthy approaches to conflict resolution?

Variables N AO SS p value
Individual orientation 1 8 3,00 0,51
(ANOVA) 2 110 3,09 0,40 0,013%**
Post hoc test (TUKEY test) 3 67 3,27 0,46
Relational orientation L 8 271 0,33
(Kroskat Wl To 210 Do Tosi o0
1 8 2,84 0,38
Mindfulness construct i :
(Knskat e Tos 210 a5t Tode ] osis
1 8 3,50 2,33
Competing Conflict-style : :
(Kruskal Wallis Test) § é;O g’g; ;’2(2) 0,327
1 1
Avoiding Conflict-style 5 2131 0 g’gg 1’2; 0.274
(Kruskal Wallis Test) 2 2 ’
3 67 5,18 1,77
1 8 7,63 2,00
Compromising Conflict-style . :
(Kruskal Wallis Test) g é ;0 ;’ig ;’(2)(1) 0,189
1 2
Collaborating Conflict-style 8 7,00 .33
(Kruskal Wallis Test) 2 F10 6,39 1,92 &’
3 67 6,73 1,72
. . 1 8 5,88 2,64
g&ﬁg%ﬁﬁfﬁ‘s’gﬂ“’t'“yle 2 110|626 | 1,94 | 0887
3 67 6,40 1,81

Results for statistical comparison of “individuals thinking of constructive healthy

approaches effect on conflict resolution” as a variable:

In Table 4.23 there is one statistically significant difference between individuals
thinking of constructive healthy approaches effect on conflict resolution as a variable
and Individual orientation. Test statistical result is p=0,013< 0,05 for individuals

thinking of constructive healthy approaches effect on conflict resolution.

It means that there is a statistically significant difference between individuals
thinking of constructive healthy approaches effect on conflict resolution scores and

Individual orientation.

1. Individuals thinking of constructive healthy approaches effect on conflict
resolution and Individual orientation variables have statistically significant

difference:
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Individual orientation varies with individuals thinking of constructive healthy
approaches effect on conflict resolution. Professionals with thinking of constructive
healthy approaches effect on conflict resolution score 3 (not agreed) out of 3 scale (1
being definitely agreed) have higher Individual orientation than others, according to
their mean scores. With regards to post-hoc test results there is statistically

difference between 2-3 scores.

2. Individuals thinking of constructive healthy approaches effect on conflict
resolution and Relational orientation variables have statistically significant

difference and a post-hoc test is applied:

Relational orientation is statistically different with individuals thinking of
constructive healthy approaches effect on conflict resolution. Professionals with
thinking of constructive healthy approaches effect on conflict resolution score 1 out
of 3 scale (1 being definitely agreed and 3 not agreed) have higher Relational
orientation than others, according to their mean scores. With regards to post-hoc test

results there is no statistical difference between scores.
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Table 4.24 : Statistical test values of variables with “Individuals thinking of warm
and social team climate ” as a variable.

DQ-12 Does your team have a generally warm and social climate

Variables N AO SS p value
Individual orientation 1 7 3,33 0,33
(ANOVA) 2 102 3,07 0,39 0,022%**
Post hoc test (TUKEY test) 3 76 3,24 0,49

1 7 2,57 0,23
Relational orientation 2 102 2,59 0,31 0,611
(Kruskal Wallis Test) 3 76 2,53 0,34

1 7 3,15 0,43
Mindfulness construct 2 102 2,90 0,30 0,253
(Kruskal Wallis Test) 3 76 2,92 0,43

1 7 3,86 2,67
Competing Conflict-style 2 102 3,95 2,98 0,469
(Kruskal Wallis Test) 3 76 3,32 2,50

1 7 5,29 1,80
Avoiding Conflict-style 2 102 5,30 1,92 0,674
(Kruskal Wallis Test) 3 76 5,55 1,81

1 7 8,14 1,86
Compromising Conflict-style 2 102 8,14 2,32 0,734
(Kruskal Wallis Test) 3 76 7,93 1,91

1 7 6,57 1,72
Collaborating Conflict-style 2 102 6,51 1,93 0,873
(Kruskal Wallis Test) 3 76 6,58 1,81

1 7 6,14 2,55
Accommodating Conflict-style 2 102 6,07 1,86 0,174
(Kruskal Wallis Test) 3 76 6,62 1,92

Results for statistical comparison

climate” as a variable:

of “individuals thinking of warm and social team

In Table 4.24 there is one statistically significant difference between individuals

thinking of warm and social team climate as a variable and Individual orientation.

Test statistical result is p=0,022 < 0,05 for individuals thinking of constructive

healthy approaches effect on conflict resolution.

It means that there is a statistically significant difference between individuals

thinking of constructive healthy approaches effect on conflict resolution scores and

Individual orientation.

1. Individuals thinking of constructive healthy approaches effect on conflict

resolution and Individual orientation variables have statistically significant

difference and a post-hoc test is applied:
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Individual orientation has statistically significant difference with individuals thinking
of warm and social team climate. Professionals, with thinking of constructive
healthy approaches effect on conflict resolution, who scored 1 out of 3 scale (1 being
the “very definitely agreed” and 3 “not agreed”) have higher Relational orientation
than others, according to their mean scores. With regards to post-hoc test results

there is statistically difference between 2-3 scores.

Table 4.25 : Statistical test values of variables with “individuals thinking of adequate
support provided for skill development, training and personal development of all its
members, by the team” as a variable.

DQ-13 Does your team provide adequate support for skill development, training and
personal development of all its members?

Variables N AO SS p value
dividual ori . 1 33 3,18 0,36
I?A;V(;V:)a - 2 98 3,11 0.43 0,302
3 54 3,22 0,49
Relational orientation ! 33 2,56 0,27
. 2 98 2,61 0,30 0,091
(Kruskal Wallis Test) 3 54 2.49 0.36
. 1 33 2,84 0,43
oo fon | om
3 54 2,97 0,39
1 33 3,58 2,37
Competing Copﬂict-style ) 08 4:1 3 3: 05 0,084
(Kruskal Wallis Test) 3 54 2.94 2.36
. . 1 33 5,36 1,90
‘?&‘;ﬁgl %‘;‘;ﬂﬁ:ge 2 98 5.46 1,87 0,925
3 54 5,33 1,86
Compromising  Conflict- | 1 33 8,12 2,21
style 2 98 7,78 2,25 0,111
(Kruskal Wallis Test) 3 54 8,52 1,81
Collaborating Conflict- | 1 33 7,06 2,12
style 2 98 6,26 1,80 0.043%55
(Kruskal Wallis Test) 3 54 6.74 177 ’
Post hoc test (TUKEY test) ’ ’
Accommodating Conflict- | 1 33 5,88 1,75
style 2 98 6,35 2,10 0,458
(Kruskal Wallis Test) 3 54 6,46 1,66

Results for statistical comparison of “individuals thinking of adequate support
provided for skill development, training and personal development of all its

members, by the team” as a variable:

In Table 4.25 there is one statistically significant difference between individuals
thinking of adequate support provided for skill development, training and personal

development of all its members, by the team and Collaborating conflict-style. Test
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statistical result is p=0,043< 0,05 for individuals thinking of constructive healthy

approaches effect on conflict resolution.

It means that there is a statistically significant difference between individuals
thinking of adequate support provided for skill development, training and personal

development of all its members, by the team and Collaborating conflict-style.

1. Individuals thinking of adequate support provided for skill development,
training and personal development of all its members, by the team and

Collaborating conflict-style variables have statistically significant difference:

Collaborating conflict-style varies with individuals thinking of adequate support
provided for skill development, training and personal development of all its
members, by the team. Professionals with thinking of adequate support provided for
skill development, training and personal development of all its members, by the team
score 1 out of 3 scale (1 being the “very definitely agreed” and 3 “not agreed”) have
higher Collaborating conflict-style than others, according to their mean scores. With

regards to post-hoc test results there is no statistical difference between scores.
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Table 4.26 : Statistical test values of variables with Self-construal variable.

Variables self-construal N AO SS p value
differentiative 60 2,93 0,33
) integrative 36 2,89 0,38
Mindfulness construct balanced 43 3.01 0.34 117
total 185 2,92 0,37
differentiative 60 3,40 2,44
. . integrative 36 3,47 2,58
Competing Coflict-style balanced 43 3.96 2.88 ,829
total 185 2,78 2,78
differentiative 60 5,23 1,87
.. . integrative 36 5,72 1,63
Avoiding Coflict-style balanced 43 542 2.00 ,613
total 185 5,41 1,87
differentiative 60 8,47 2,10
Compromising Conflict- | integrative 36 8,11 2,14 199
style balanced 48 7,69 2,23 ’
total 185 8,05 2,13
differentiative 60 6,77 1,70
Collaborating Coflict- integrative 36 6,53 1,73 210
style balanced 48 6,38 2,11 ’
total 185 6,54 1,87
differentiative 60 6,13 1,61
Accommodating Coflict- | integrative 36 6,17 1,93 627
style balanced 48 6,50 2,17 ’
total 185 6,30 1,92

Results for statistical comparison of “Self-construal” variable:

In Table 4.26 there is not any statistically significant relationship.

It means that there is no statistically significant difference between mean
construal” variable and means of other test variables.

4.4.1 Correlation analysis

Correlation analysis values and the relationships between variables are given in two

of “self-

steps within the scope of this research study. At the first step, all variables and all

answers data are evaluated. The second correlation analysis is done basing on EFA

and CFA results during SEM process and elimination of some data, accordingly.

Therefore, correlation values of variables after EFA and CFA are found to be

stronger.
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Table 4.27 : Correlation analysis between research variables.

Correlations
individu | relationa | mindfulne | competin [ compromisi | collaborati | accommodati | avoidin
al o 1o ss g ng ng ng g
Pearson Correlation 1 0,044 0,231 -0,038 0,061 0,093 0,001 -0,095
Individual Orientation Sig. (2-tailed) 0,55 0,002%* 0,605 0,411 0,209 0,994 0,197
N 185 185 185 185 185 185 185
Pearson Correlation 0,044 1 0,195 0,046 -0,139 0,035 0,003 0,026
Relational Orientation Sig. (2-tailed) 0,55 0,008+** 0,532 0,059 0,639 0,972 0,721
N 185 185 185 185 185 185 185
Pearson Correlation 0,231 0,195 1 -0,128 -0,023 -0,109 0,14 0,138
Mindfulness construct Sig. (2-tailed) 0,002** | 0,008** 0,081 0,755 0,139 0,057 0,6
N 185 185 185 185 185 185 185
Pearson Correlation -0,038 0,046 -0,128 1 -0,504 -0,038 -4807 | -,347
Competing Conflict-style Sig. (2-tailed) 0,605 0,532 0,081 0,00** 0,606 ,000 ,000
N 185 185 185 185 185 185 185
Pearson Correlation 0,061 -0,139 -0,023 -0,504 1 -,095 -,095 -,156"
Compromising Sig. (2-tailed) 0,411 0,059 0,755 0,00** ,201 ,198 ,034
N 185 185 185 185 185 185 185
Pearson Correlation 0,093 0,035 -0,109 -0,038 -,095 1 -290"" | -,441"
Collaborating Conflict-style Sig. (2-tailed) 0,209 0,639 0,139 0,606 ,201 ,000 ,000
N 185 185 185 185 185 185 185
Pearson Correlation 0,001 0,003 0,14 -, 480" -,095 -,290" 1 ,106
Accommodating Conflict-style Sig. (2-tailed) 0,994 0,972 0,057 ,000 ,198 ,000 152
N 185 185 185 185 185 185 185
Pearson Correlation -0,095 0,026 0,138 -,347" -,156" -, 4417 ,106 1
Avoiding Conflict-style Sig. (2-tailed) 0,197 0,721 0,6 ,000 ,034 ,000 ,152
N 185 185 185 185 185 185 185

**_Correlation is significant at the 0.01 level (2-tailed).
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According to correlation analysis results;

There is a significant positive linear relationship between Mindfulness and Individual

orientation.

There is a significant positive linear relationship between Mindfulness and Relational

orientation.

There is a significant negative linear relationship between Competing conflict-style

and Compromising, Accommodating and Avoiding, conflict-styles.

There is a significant negative linear relationship between Compromising conflict-

style and Competing and Avoiding conflict-styles.

There is a significant negative linear relationship between Collaborating conflict-

style and Avoiding and Accommodating conflict-styles.

There is a significant negative linear relationship between Accommodating conflict-

style and Competing and Collaborating conflict-styles.

There is a significant negative linear relationship between Avoiding conflict-style

and Competing, Compromising and Collaborating conflict-styles.

There is a significant negative linear relationship between Compromising conflict-

style and Competing and Avoiding conflict-styles.

Table 4.28 displays correlation values and basic descriptive statistics between

variables after EFA and CFA.

Table 4.28 : Correlation analysis between research variables after EFA and CFA.

Correlations

RELATIONAL INDIVIDUAL

ORIENTATION ORIENTATION CHS | MINDFULNESS
RELATIONAL 1
ORIENTATION
INDIVIDUAL o
ORIENTATION 0,216 1
CHS 0,581* 0,392* 1
MINDFULNESS |0,373" 0,315* 0,673 | 1
*0,05 p value

**0,01 p value

There is a p < 0.05 correlation between all variables, as seen from the correlation

analysis table above.
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There is the strongest positive correlation between mindfulness construct and
conflict-style variables which is followed by relational self-construal orientation and
conflict-style. Correlations are stronger according to analysis basing on data after

CFA and EFA results.

4.5 Factor Analysis

Factor analysis are given per variable and in two parts: one is Explanatory Factor

Analysis (EFA), second is Confirmatory Factor Analysis (CFA).

SPSS, Statistical Package for the Social Sciences package programme had been used
for factor analysis and assessment of data set viability and suitability of measures.
KMO and Bartlett tests had been applied accordingly, test results are given as in
Table 4.29.

Table 4.29 : KMO and Bartlett test results.

Scale KMO BARLETT |df P

Self-construal (BID) 0,873 1066,254 105 0,000
Mindfulness (5SFMQ) 0,804 1893,309 351 0,000
Conflict-style (TKI) 0,769 584,610 10 0,000

According to the results, KMO values are above 0.5 and suitable for factor analysis.
High values (close to 1.0) generally indicate that a factor analysis is useful with the

data.

Bartlett’s test of sphericity results are in 1% significance value and suitable. Small
values (less than 0.05) of the significance level indicate that a factor analysis is
useful with the data (Giiris and Astar, 2014, p.373).

4.5.1 Self-construal EFA and CFA analysis

Self-construal EFA (Explanatory Factor Analysis)

Exploratory factor analysis had been applied to BID scale data and data had been

reduced by removal of some items with low factor loads.
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Table 4.30 : BID Scale Factor Loads table.

scale

sub-
scale

item

Factor
loading

Variance
%

BID Scale

Interrelational orientation

SCROI1 I believe that I will always feel close to my family.

SCRO2 1 find it difficult to relate to people.

,640

SCRO3 1 feel as if I am emotionally excluded from society.

751

SCRO4 I emotionally feel very close to my family.

SCRO5 I feel emotionally alienated from my close
environment.

,672

SCROG6 1 strive to actualize my wishes by isolating myself
from others as much as possible.

,675

SCRO7 While working for things I wish to actualize in life, I
always feel my family's love and support with me.

SCROS 1 feel lonely.

, 765

SCRO9 I feel that my emotional ties to my family are weak.

,700

SCRO10 I feel that my emotional ties to my family give me
strength to do the things I want to achieve in life.

SCROL11 I feel remote from other people.

,803

SCRO12 I feel emotionally close to my social environment.

SCRO13 As one develops, one emotionally gets more distant
from his/her family.

,600

SCRO14 One needs to minimize emotional ties to one's family
in order to do the things he/she wishes to do.

SCRO15 In our times, the existence of strong emotional ties
amongst people would hinder rather than support them.

SCRO16 As societies develop, it is natural for interpersonal
emotional ties to weaken.

%27,017

Self-developmental orientation

SCIO1 When alone, I find interesting things to do.

,718

SCIO2 1 definitely try to allocate time and opportunities to
myself in order to be able to do the things I wish to do.

,679

SCIO3 Rather than being different, I prefer to be in unison with
the society on an intellectual basis.

SCIO4 1 prefer to identify with the societal values rather than
questioning them.

SCIOS5 1 find myself interesting.

,652

SCIO6 I consider it important that one should develop oneself
in accordance with the society, rather than with one's wishes.

SCIO7 A person's most important aim should be to thoroughly
develop one's potential.

,740

SCIO8 One should be able to develop and actualize one's
uniqueness.

775

SCIO9 Acting in accordance with the society, rather than with
oneself, would in the long run be to his/her benefit.

SCIO10 Being a person approved by those around is important
for me.

SCIO11 It is very important for me that I develop my potential
and characteristics and be a unique person.

,818

SCIO12 I can live for a mission that is exclusive to myself even
though others may disapprove.

727

SCIO13 1 feel that it is more important for everyone to behave
in accordance with societal expectations, rather than striving to
develop his/her uniqueness.

%25,744

Total varience explained

52,761
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According to the EFA Analysis results, factor loads below 0.50 value are eliminated
from the evaluation, and viable items with factor loads above 0.5 are as displayed in
Table 4.30. by use of Varimax rotation process. In this study, relational orientation
and self-developmental (individual) orientation sub-scales dimensions are gathered
under the same factor structure despite original scale consisting of two separate
factors for each sub-scale. Total variance of the scale had been calculated as

52.761%. Factor loads with respect to viable item codes according to scale are as

given in Table 4.31.

Table 4.31 : Self-construal (BID) Scale EFA Analysis and Factor Loads.

Rotated Component Matrix?*

Component

1 2
SCRO11 ,803
SCRO8 ,765 -, 123
SCRO3 ,751 -,155
SCRO9 ,700 -,179
SCRO6 ,675
SCROS5 ,672
SCRO2 ,640 -,184
SCRO13 ,600
SCIO11 -,154 ,818
SCIO8 775
SCI107 ,740
SCIO12 ,157 727
SCIO1 -114 718
SCI02 - 115 ,679
SCIO5 ,652

Self-construal CFA (Confirmatory Factor Analysis)

BID Model consists of two latent (hidden) variables. According to CFA, four more
scale items with low factor loadings had been removed from the data set. CMIN
value of the model had been calculated as 82.120, and CMIN/df ratio equals to 2.003
that is acceptable; thus, the measuring model is suitable. Additional fit indices of
CFI, IFT and RMSEA are evaluated and the values are within acceptable ranges as
displayed in below Table 4.32.

Table 4.32 : Self-construal (BID) Scale Fit-indices.

Scale CMIN (x2) |DF |CMIN/DF |CFI |IFI TLI ﬁMSE
Self-construal

(BID) 82.120 41 2.003 094 (0.94 0.92 1(0.074
remarks n/a n/a | <3 good >90 =90 >90 [<0.08
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Figure 4.1 : Self-construal (BID) Scale CFA.
4.5.2 Mindfulness EFA and CFA analysis

Mindfulness EFA (Explanatory Factor Analysis)
Exploratory factor analysis had been applied to Five Factor Mindfulness scale data

and data had been reduced by removal of some items with low factor loads. -
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Table 4.33 : Five Factor Mindfulness (SFMQ) Scale Factor Loads table.

scale sub- item Factor | Variance
scale loading | %
MO.1 When I’m walking, I deliberately notice the sensations
of my body moving
MO.2 When I take a shower or bath, I stay alert to the 719
sensations of water on my body >
MO.3 I notice how foods and drinks affect my thoughts, 508
bodily sensations, and emotions i
MO.4 1 pay attention to sensations, such as the wind in my 791
hair or sun on my face > 10,209%
MO.5 1 pay attention to sounds, such as clocks ticking, 660
birds chirping, or cars passing >
MO.6 Inotice the smells and aromas of things
MO.7 1 notice visual elements in art or nature, such as 553
o | colors, shapes, textures, or patterns of light and shadow i
é MO.8 I pay attention to how my emotions affect my thoughts
S | and behavior
MD.1 I’m good at finding words to describe my feelings ,651
MD.2 I can easily put my beliefs, opinions, and expectations
into words
MD.3 1It’s hard for me to find the words to describe what I’'m
thinking
MD.4 1 have trouble thinking of the right words to express
how I feel about things
MD.5 When I have a sensation in my body, it’s difficult for 9,906%
me to describe it because I can’t find the right words
MD.6 Even when I’m feeling terribly upset, I can find a 774
way to put it into words >
MD.7 My natural tendency is to put my experiences into 697
2 | words K
§ MD.8 I can usually describe how I feel at the moment in 681
8 | considerable detail >
MA.1 When I do things, my mind wanders off and I’m 546
easily distracted ’
MA.2 I don’t pay attention to what I’m doing because I’m 692
daydreaming, worrying, or otherwise distracted >
MA.3 I am easily distracted ,581
MA.4 I find it difficult to stay focused on what’s happening 717
in the present i 15211%
MA.S5 It seems I am “running on automatic” without much 690 ’
§ awareness of what I’m doing >
5 MA.6 I rush through activities without being really
= 793
£ | attentive to them ’
;’ MA.7 1do jobs or tasks automatically without being aware
781
‘§ of what I’m doing i
‘g MA.8 I find myself doing things without paying attention ,679
MNJ.1 I criticize myself for having irrational or 510
o inappropriate emotions i
s MNJ.2 1 tell myself I shouldn’t be feeling the way I’m 754
“ feeling i
6 MNJ.3 I believe some of my thoughts are abnormal or bad
= 764
= and I shouldn’t think that way > 11.639%
E MNJ.4 I make judgments about whether my thoughts are 562 ’ °
S good or bad i
§ o MNJ.5 I tell myself that I shouldn’t be thinking the way 710
é? -%D I’m thinking ’
0 ‘e’ | MNJ.6 I think some of my emotions are bad or 636
i 2 | inappropriate and I shouldn’t feel them >
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Table 4.33 (continued) : Five Factor Mindfulness (SFMQ) Scale Factor Loads table.

scale sub- item Factor | Variance
scale loading | %
MNIJ.7 When I have distressing thoughts or images, I judge
myself as good or bad, depending what the thought/image is

about

MNIJ.8 I disapprove of myself when I have irrational ideas

MNR.O1 I perceive my feelings and emotions without having
to react to them

MNR.02 I watch my feelings without getting lost in them

MNR.03 When I have distressing thoughts or images, I
“step back” and am aware of the thought or image without | ,600
getting taken over by it

MNR.04 In difficult situations, I can pause without
immediately reacting 8,571%
MNR.05 When I have distressing thoughts or images, I feel

calm soon after 699
MNR.06 When I have distressing thoughts or images I am
. . . . ,692
- able just to notice them without reacting
<
& MNR.07 When I have distressing thoughts or images, I
& . . ,634
S | just notice them and let them go
=]
Total variance explained

55,536%

According to the EFA Analysis results, factor loads below 0.50 value are eliminated
from the evaluation, and viable items with factor loads above 0.5 are as displayed in
Table 4.33 by use of Varimax rotation process. There are five subscales of SFMQ
Mindfulness scale which are observe, describe, act with awareness, non-judge and
non-react. Total variance of the scale had been calculated as 55.536%. Factor loads

with respect to viable item codes according to scale are as given in Table 4.34.
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Table 4.34 : Five Factor Mindfulness (SFMQ) Scale EFA Analysis and Factor

Loads.

Rotated Component Matrix®

Component

1 2 3 4 5
MAG6 ,793 -, 131 ,116
MA7 ,781 -,123
MA4 117 ,275 -, 155
MA2 ,692 ,304
MAS ,690 -,192
MAS ,679 ,135 -,148
MA3 ,581 ,273 ,307 -,392
MA1 ,546 ,345 -,314
MNJ3 212 ,764 -,101
MNJ2 ,170 ,7154 ,161
MNIJ5 ,144 ,710 ,126 -, 151 ,218
MNIJ6 ,268 ,636 ,225 -,145 ,188
MNJ4 ,562 ,340
MNIJ1 ,510 ,296 - 116
MO4 ,791 ,237
MO2 ,108 ,719 ,108
MOS5 ,660 ,182 ,142
MO3 ,105 ,185 ,598 ,186
MO7 -, 191 ,553 ,409
MD6 -,100 , 174 ,207
MD7 ,310 ,697 ,219
MD8 -,128 ,205 ,681 ,220
MD1 -,194 ,137 ,051
MNR5 -,109 ,205 ,699
MNRG6 ,154 ,692
MNR?7 121 ,634
MNR3 ,173 ,238 ,187 ,600
Extraction Method: Principal Component Analysis.

Rotation Method: Varimax with Kaiser Normalization.
a. Rotation converged in 6 iterations.

Mindfulness CFA (Confirmatory Factor Analysis)

Mindfulness Scale consists of five variables. According to CFA, one more scale item
with low factor loading had been removed from the data set. CMIN value of the
model had been calculated as 468,185, and CMIN/df ratio equals to 1,637 that is
acceptable; thus, the measuring model is suitable. Additional fit indices of CFI, IFI
and RMSEA are evaluated and the values are within acceptable ranges as displayed

in below Table 4.35.
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Table 4.35 : Five Factor Mindfulness (SFMQ) Scale Fit-indices.

Scale C(XN[;)N DF | CMIN/DF CFI IF1 TLI | RMSEA
Self-
construal 468.185 286 1.637 0.89 0.89 0.87 0.059
(BID)
remarks n/a n/a <3 good >90 >90 >90 <0.08
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Figure 4.2 : Five Factor Mindfulness Scale (SFMQ) CFA.
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4.5.3 Conlflict-style EFA and CFA analysis

Conflict-style EFA (Explanatory Factor Analysis)
There are five subscales of Thomas Kilmann Conflict-style Inventory (TKI)
competing, collaborating, compromising, avoiding and accommodating styles. Total

variance of the scale had been calculated as 69,362 %.

Table 4.36 : Thomas Kilmann Conflict Style Inventory (TKI) factor loading table.

scale sub- item Factor

scale Loading

I am usually firm in pursuing my goals

I try to win my position

I am usually firm in pursuing my goals

I make some effort to get my way

I am firm in pursuing my goals

I press to get my points made 0,752

I try to show the other person the logic and benefits of my position

I try to convince the other person of the merits of my position

I am usually firm in pursuing my goals

I assert my wishes

[ try to show the other person the logic and benefits of my position

competing

I am usually firm in pursuing my goals

I attempt to deal with all of his/her and my concerns

I consistently seek the other's help in working out a solution

I attempt to get all concerns and issues immediately out in the open

I attempt to get all concerns and issues immediately out in the open

1 tell the other person my ideas and ask for his/hers

I attempt to get all concerns and issues immediately out in the open

I attempt to immediately work through our differences 0,857

I always lean toward a direct discussion of the problem

I am very often concerned with satisfying all our wishes

I am nearly always concerned with satisfying all our wishes

I usually seek the other's help in working out a solution

I always share a problem with the other person so that we can work it
out

collaborating

I try to find a compromise solution

I try to find a compromise solution

I give up some points in exchange for others

I try to find a compromise solution

I will let the other person have some of his/her positions if he/she lets
me have some of mine

[ propose a middle ground

I will let other people have some of their positions if they let me have
some of mine 0,853

Thomas Kilmann Inventory (TKI)

compromising

I try to find a fair combination of gains and losses for both of us
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Table 4.36 (continued) : Thomas Kilmann Conflict Style Inventory (TKI) factor
loading table.

scale sub- item Factor

scale Loading

I try to find a position that is intermediate between his/hers and mine

I try to get the other person to settle for a compromise

I propose a middle ground

I propose a middle ground

There are times when I let others take responsibility for solving the
problem

I try to do what is necessary to avoid useless tensions

I try to avoid creating unpleasantness for myself

1 try to postpone the issue until I have had some time to think it over

I feel that differences are not always worth worrying about

I sometimes avoid taking positions which would create controversy

I try to do what is necessary to avoid tensions 0,833

I try to do what is necessary to avoid useless tensions

I try to postpone the issue until I have had some time to think it over

There are times when 1 let others take responsibility for solving the
problem

I sometimes avoid taking positions that would create controversy

avoiding

[ feel that differences are not always worth worrying about

Rather than negotiate the things on which we disagree, I try to stress
those things upon which we both agree

I might try to soothe the other's feelings and preserve our relationship

I sometimes sacrifice my own wishes for the wishes of the other person

I might try to soothe the other's feelings and preserve our relationship

I might try to soothe the other's feelings and preserve our relationship

I try not to hurt the other's feelings

If it makes other people happy, I might let them maintain their views 0,863

In negotiations, I try to be considerate of the other person's wishes

I try meet to meet the wishes of others when it’s important to them

In negotiations, I try to be considerate of the other person's wishes

If it makes other people happy, I might let them maintain their views

laccommodating

1 try not to hurt the other's feelings

Total variance explained 69,362 %

Factor loads with respect to viable item codes according to scale are as given in

Table 4.37.
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Table 4.37 : Thomas Kilmann Conflict-style Inventory (TKI) factor loads.

Component
1
CSACC ,863
CSCLB ,857
CSCMPR ,853
CSAVO ,833
CSCPT , 7152

Extraction Method: Principal Component Analysis.

Conflict-style (TKI) CFA (Confirmatory Factor Analysis)

Thomas Kilmann conflict-style inventory (TKI) consists of five variables. CMIN
value of the model had been calculated as 7,529, and CMIN/df ratio equals to 3,765

that is acceptable; thus, the measuring model is suitable. Additional fit indices of

CFI, IFT and RMSEA are evaluated and the values are within acceptable ranges as
displayed in below Table 4.38.

Table 4.38 : Thomas Kilmann conflict-style scale (TKI) fit-indices.

Figure 4.3 : Thomas Kilmann conflict-style scale (TKI) CFA.

4.6 Reliability Analysis

COLLABORATING

COMPROMISING

AVOIDING

ACCOMMODATING

Scale CMIN (x2) |DF |CMIN/DF |CFI IF1 TLI RMSEA

Conflict-

style (TKI) 7,529 2 3,765 0,991 0,991 | 0,956 | 0,123

remarks n/a n/a | <3 good >90 >90 >90 <0.08
COMPETING

CONFLICT
HANDLING
STYLE

The reliability of the scales used in survey is analyzed after factor analysis and the

results are as displayed below.

Reliability analysis is performed to measure the consistency of the survey responses.
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Table 4.39 : Reliability values of the scales used in the research.

VARIABLE Cronbach's ITEMS
RO2
RO3
0,763 RO6
ROI11
RO13
101
102
INDIVIDUAL 0.805 105
ORIENTATION ’ 108

1011

1012

MnfO2

MnfO3

OBSERVE 0,758 MnfO4

MnfO5

MnfO7

MnfD1

MnfD6

MnfD7

MnfD8

MnfAW1

MnfAW?2

MnfAW3

ACT WITH 0.853 MnfAW4
AWARENESS ’ MnfAWS5

MnfAW6

MnfAW7

MnfAWS

MnfNR3

MnfNR5

MnfNR6

MnfNR7

MnfNJ2

MnfNJ3
NONJUDGE 0,807 MnfNJ4

MnfNJ5

MnfNJ6
COMPETING
CONFLICT COLLABORATING
HANDLING 0,899 COMPROMISING
STYLE AVOIDING
ACCOMMODATING

RELATIONAL
ORIENTATION

DESCRIBE 0,787

NONREACT 0,684

In above given items of the scales used in the research and evaluations, values are
greater than the value of Cronbach's Alpha (Table 4.40.), which displays a high level
of reliability.
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Table 4.40 : Cronbach’s Alpha value classification (Kalayci, 2006).

CRONBACH’S ALPHA Comment
0.80-1.00 High
0.60-0.80 Highly reliable
0.40-0.60 Low

<0.40 Not applicable

4.7 Path Analysis / SEM (Structural Equation Modeling)

AMOS package program is used to analyze and explain the relationships of all
variables and their sub-factors, which are proposed by hypothesis. Path diagram is
created, and Maximum Likelihood method is used for estimation of structural

parameters.

AMOS (SEM) Structural Equation Model, displays analysis results separately as
standardized and non-standardized parameters. In this study, for the sake of clarity,

standardized parameters are used.

Chi-squared value which is calculated for model fit of Structured Equation
Modelling can sometimes be effected by the size and number of variables and can be
misleading; hence, (x2/df) measure is referred to for decision making (Raykov and

Marcoulides, 2006).

Estimated model is analyzed with path-analysis method including detailed
relationships between hypothesized variables of AMOS Structural Equation Model is

seen as in Figure 4.4.

In mediation, we consider an intermediate variable, which is called the mediator, that

helps explain how or why an independent variable influences an outcome.
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Figure 4.4 : Path analysis of the estimated model.

CMIN/Df=1,568
CMIN=1254,255
DF=800
CFI=0,855
IF1=0,857
TLI=0,843
RMSEA=0,056

Table 4.41 : The fit indices used in the process of SEM model-testing/evaluation and

the findings.
ID Fit indice Good fit Acceptable fit Model

1254,255

N i i (df=800)

2 | x¥df 0<x¥df <2 2<x¥df < 3 1,568

3 RMSEA 0< RMSEA <0,05 0,05< RMSEA < 0,08 0,056

4 | CFI 0,97 <CFI< 1,00 0,90 <CFI<0,95 0,855

5 IFI 0,95<IF1<1,00 0,90<IF1<0,95 0,857

6 | TLI 0,95<TLI<1,00 0,90<TLI<0,95 0,843
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Model is considered within acceptable ranges according to analysis findings as x2/df
(1,568) and (p<0,05). Model fit index values are calculated as: RMSEA (0,056), CFI
(0,855), IFI (0,857), TLI (0,843).

Model fit indices, their fit ranges are as given in detail above in Table 4.41. Some of
the values are very close to fit intervals which support the model fit within

acceptable ranges.

Table 4.42 : Regression and determination coefficients calculated from the Model.

SEM
Path P
effect | affected Value

RELATIONAL ,000 supported
ORIENTATION ---> | MINDFULNESS 0,26 o
INDIVIDUAL ,000 supported
ORIENTATION ---> | MINDFULNESS 0,32 o
RELATIONAL = CONFLICT 0.45 ,000 supported
ORIENTATION HANDLING STYLE i %
INDIVIDUAL - CONFLICT 021 ,000 supported
ORIENTATION HANDLING STYLE ’ R

CONFLICT ,000 supported
MINDFULNESS - g ANDLING STYLE 0,58 "

Relational orientation and individual orientation are affecting Mindfulness.
Relational orientation, individual orientation and mindfulness are affecting Conflict

handling style. Coefficients are considered significant as the (p<0,01).

R? values are calculated as 0,306 for Mindfulness and 0,441 for Conflict handling
style. R-squared, also called coefficient of determination, is the measure of fitness of
the proposed model to the observed data in the context of regression analysis and
indicates the percentage of variance of dependent variable explained by the
independent variables of the model. R-squared is the measurement of “goodness of
fit.” Whereas in some areas a R2 of .306 is considered weak, it is considered to be

quite good for our research field.

4.7.1 Mediation analysis with AMOS

In mediation, we consider an intermediate variable, called the mediator, that helps
explain how or why an independent variable influences an outcome. In the context of
our study, it is of great interest to identify and study the mechanisms by which an
intervention, in our case individual mindfulness, achieves its effect. By investigating

mediational processes that clarify how the mindfulness achieves the study outcome,
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not only can we further our understanding of the conflict behavior of individuals and
the mechanisms of mindfulness, but we may also be able to identify alternative, more

efficient, conflict handling strategies.

We attain insight and acquire deep understanding about the mechanism of
mindfulness by use of mediation analysis. Such information provides a good
understanding for the analysis and pathways of conflict-style thus we can stimulate

the identification of more efficacious strategies.

Models analyzing mediator or moderator variables existence are fundamental to
SEM from many aspects. A mediating variable transmits the effect of an
independent variable on a dependent variable. In fact, models analyzing mediator or
moderator variables existence, can be considered as simple structural equation

models.

A mediator variable shows the relationship between the dependent variable and the
independent variable. When a variable follows below given conditions it is treated

as mediator variable. (Baron & Kenny, 1986; MacKinnon, 2008).

Mediator variable

Independent Variable >| Dependent Variable

Figure 4.5 : Mediator variable condition.

In Figure 4.5 there are three different ways displayed as a, b and c. Way a is used
when the variances at independent variable level explain the causes of estimated
mediator variable as significant. Way b is used when the variances at mediator
variable level explain the causes of dependent variable as significant. Way c is used
when the way a and way b are hold under control and the previously significant
relationship between independent and dependent variable is no longer significant. A
single dominant mediator variable is considered as way ¢ approaches null value. If

way c is not zero, then effects of multiple mediator variables can be considered.
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4.7.1.1 Mediation analysis of mindfulness and relational orientation effect on

conflict-style

CONFLICT
HANDLING
STYLE

®
—®
@ 1
AVOIDING @
RELATIONAL
ORIENTATION COMPROMISING
@ \ COLLABORATING I-
@ COMPETING e

Figure 4.6 : Relational orientation variable effect on conflict-style variable.

Table 4.43 : The fit indices used in the process of mediation analysis /evaluation of
mindfulness and relational orientation effect on conflict-style and the findings, step

1.
ID Fit indice Good fit Acceptable fit Model
1 x? - - 39,446
2 xvdf 0<x¥df <2 2<x¥df < 3 1,315
3 RMSEA 0< RMSEA <0,05 0,05< RMSEA < | 0,041
4 CF1 0,97 < CFI< 1,00 0,90 < CF1<0,95 0,990
5 IF1 0,95<IFI<1,00 0,90<IF1<0,95 0,990
6 TLI 0,95<TLI<1,00 0,90<TLI<0,95 0,984

Model is considered within acceptable ranges according to analysis findings as x2 is
39,446 and x2/df (1,315) and (p<0,05). Model fit index values are calculated as:
RMSEA (0,041), CFI (0,990), IFT (0,990), TLI (0,984).

Model fit indices, their fit ranges are as given in detail above in Table 4.43. Some of
the values are very close to fit intervals which support the model fit within

acceptable ranges.
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Figure 4.7 : Estimated mindfulness as mediator variable effect and relational
orientation variable effect on conflict-style.

Table 4.44 : The fit indices used in the process of mediation analysis /evaluation and
the findings, step 2.

ID Fit indice Good fit Acceptable fit Model
1 x? - - 172,638 (df=83)
2 xvdf 0<x¥df <2 2<x¥df < 3 2,080
< <

3 RMSEA | 0<RMSEA <0,05 0.05 ORl(\)/gSEA 0,077

4 CF1 0,97 <CFI< 1,00 0,90 < CF1<0,95 0,915

5 IFI 0,95<IFI<1,00 0,90<IF1<0,95 0,917

6 TLI 0,95<TLI<1,00 0,90<TLI<0,95 0,892

Model is considered within acceptable ranges according to analysis findings as x2 is
172,638 and x2/df (2,080) and (p<0,05). Model fit index values are calculated as:
RMSEA (0,077), CFI (0,915), IF1 (0,917), TLI (0,892).

Model fit indices, their fit ranges are as given in detail above in Table 4.44. Some of
the values are very close to fit intervals which support the model fit within

acceptable ranges.

In the first step, relational orientation variable effect on conflict-style variable is
analyzed on the model. Regression coefficient is calculated as (,62 p<0,05). In the
second step, mindfulness variable is estimated as mediator variable between
relational orientation variable and conflict-style. In this case regression coefficient is

calculated smaller as (,18) and as (p<0,05) which support the model fit in terms of
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partial mediation. Hence; mindfulness variable is treated as “partial mediator”

between relational orientation effect on conflict-style.

4.7.1.2 Mediation analysis of mindfulness and individual orientation effect on

conflict-style

AVOIDING

CONFLICT
HANDLING
STYLE

INDIVIDUAL
ORIENTATION

Figure 4.8 : Individual orientation variable effect on conflict-style variable.

Table 4.45 : The fit indices used in the process of mediation analysis /evaluation of
mindfulness and individual orientation effect on conflict-style and the findings, step

1.

D Fit indice Good fit Acceptable fit Model

1 x? - - 48,028 (df=39)
2 xvdf 0<x¥df <2 2<x¥df < 3 1,231

3 RMSEA 0<RMSEA <0,05 | 0,05< RMSEA <0,08 | 0,035

4 CFI 0,97 <CFI<1,00 |0,90<CFI<0,95 0,991

5 IFI 0,95<IFI<1,00 0,90<IF1<0,95 0,991

6 TLI 0,95<TLI<1,00 0,90<TLI<0,95 0,987

Model is considered within acceptable ranges according to analysis findings as x2 is
48,028 and x2/df (1,231) and (p<0,05). Model fit index values are calculated as:
RMSEA (0,035), CFI (0,991), IFI (0,991), TLI (0,987).

Model fit indices, their fit ranges are as given in detail above in Table 4.45. Some of
the values are very close to fit intervals which support the model fit within

acceptable ranges.
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Figure 4.9 : Estimated mindfulness as mediator variable effect and individual
orientation variable effect on conflict-style.

Table 4.46 : The fit indices used in the process of mediation analysis /evaluation and
the findings, step 2.

ID Fit indice Good fit Acceptable fit Model
1 x? - - 189.480 (df=83)
2 xvdf 0<x¥df <2 2<x¥df < 3 1.953
3 RMSEA 0< RMSEA <0,05 0.05< RMSEA < 0,08 | 0.072
4 CFI 0.97 <CFI< 1,00 0.90 < CFI1<0,95 0.918
5 IF1 0.95<IFI<1,00 0.90<IF1<0,95 0.920
6 TLI 0.95<TLI<1,00 0.90<TLI<0,95 0.899

Model is considered within acceptable ranges according to analysis findings as x2 is
189,480 and x2/df (1.953) and (p<0.05). Model fit index values are calculated as:
RMSEA (0.072), CFI (0.918), IFI (0.920), TLI (0.899).

Model fit indices, their fit ranges are as given in detail above in Table 4.46. Some of
the values are very close to fit intervals which support the model fit within

acceptable ranges.

In the first step, individual orientation variable effect on conflict-style variable is
analyzed on the model. Regression coefficient is calculated as (,58 p<0,05). In the
second step, mindfulness variable is estimated as mediator variable between
individual orientation variable and conflict-style. In this case regression coefficient
is calculated smaller as (,03) and as (p<0,05) which support the model fit in terms of
full mediation. Hence; mindfulness variable is treated as “full mediator” between

individual orientation effect on conflict-style.
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4.8 Research Propositions (or Hypothesis) Results

Following tables illustrate the results.

Table 4.47 : Results of Research Propositions (or Hypothesis).

Propositions Results Method Explanation

Hypothesi | Individual Self-construal | Accepted Correlation | Individualist Self-construal

sla is effective on is effective on
mindfulness Mindfulness.

Hypothesi | Relational Self-construal | Accepted Correlation | Relational Self-construal

s 1b (collectivism) is effective (collectivism) is effective
on Mindfulness on Mindfulness

Hypothesi | Individual Self-construal | Accepted Correlation | Individualist Self-construal

s2a (individualism) is / SEM (individualism) is effective
effective on conflict- on conflict-style
style

Hypothesi | Relational Self-construal | Accepted Correlation | Relational Self-construal

s 2b (collectivism) is effective / SEM (collectivism) is effective
on conflict-style on conflict-style

Hypothesi | Mindfulness is effective | Accepted Correlation | Mindfulness, is effective

s3 on conflict-style / SEM on conflict-style

Hypothesi | Mindfulness has a Accepted SEM Mindfulness has a mediator

s 3a mediator relationship on | as full- relationship on conflict-
conflict-style of the mediator style of the individuals
individuals with with individual self-
individual self-construal construal (individualism)
(individualism)

Hypothesi | Mindfulness has a Accepted SEM Mindfulness has a mediator

s 3b mediator relationship on | as partial- relationship on conflict-
conflict-style of the mediator style of the individuals
individuals with with relational self-
relational self-construal construal (collectivism)
(collectivism)
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5. CONCLUSION

The research was an explanatory investigation of the phenomena of conflict in

construction project organizations.

The social system individuals of the building process had been investigated with
particular attention to their conflict-styles. The study is focused on individuals as

units of analysis.

After the literature review, it was proposed that self-construal is an alternative means
to better understand, explain and manage the differences in individual conflict-styles
adopted by construction professionals and individual mindfulness construct has an

effect on individual learned patterns of behavior and conflict-style.

By use of a combined questionnaire survey analysis, individual self-construal,
mindfulness and the conflict-style of individuals are identified. Conflict styles are the
dependent variables, whereas gender, occupation, work experience, age and self-

construals and mindfulness are the independent variables.

The aim was to contribute to a better understanding of the influence of culture
(operationalized as learned patterns of behavior) and mindfulness on conflict style in
the construction industry. The objective of this explanatory study is to establish, how
the cultural values of professionals of construction businesses relate to the preference
of different conflict-handling styles through individual self-construal

orientation(individualist/collectivist), and mindfulness construct.
This study contributes to the construction management field in the following ways.

First, the findings illustrate the importance of the type of self-construal as an
individual-level variable in explaining differences in the conflict-style in the context
of construction. The findings indicate that individuals’ self-construal and
mindfulness are affecting each other and conflict-handling styles. This signifies the
influence of mindfulness on culture (learned patterns of behavior) and on conflict-
resolution styles because self-construal is the individual-level equivalent of

individualism and collectivism. Second, the findings also help to demonstrate the
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importance of considering both individual and relational self-construal dimensions
simultaneously. This study extends both Vu & Carmichael (2009) and Ting-
Toomey’s (2001) work, including the self-construal types, which have been derived
from the combination of the two self-construal dimensions. Kim (1994) and
Imamoglu (2003) argue that using the two dimensions together in a balance prevents
polarize individuals as either independent or interdependent. Balanced self-type
individuals, who have high scores for both dimensions, also have the highest
Mindfulness scores according to research findings. This study also extends previous
research as present-focused attention and experiential, nonjudgmental processing,
mindfulness provides cognitive and affective functions that can limit the oppositional
intensity and negative emotions experienced with conflict (Glomb et al., 2011; Good

etal., 2016).

Third, this study shows that construction professionals in Turkey tend to use
constructive conflict strategies, contrary to expectations as Turkey is generally
viewed as a collectivist culture. It is often presumed that samples drawn from
different cultures will either be interdependent or independent in their behavior. In
contrast, the findings of this study provide support for the assumption that a sample
drawn from a collectivist culture is not necessarily more interdependent than a
sample drawn from a relatively individualistic culture. This raises the issue of
whether it is appropriate to treat culture as a uniform entity and highlights the need
for relevant measures and approaches to support this assumption. Finally, and most
importantly, this study opens a way to include mindfulness as an effective individual
construct in organizational management and extends previous research on the
relations between self-construal types and the choice of conflict resolution styles in

dealing with interpersonal conflict in the construction industry.

It should be noted that this study is unique with its model and findings in relation to
mindfulness construct as a mediator factor between self-construal and conflict

management in construction management.

5.1 Evaluation of Research Variables

Self-construal is the first variable of research, and the findings illustrate that
individual self-construal scored the highest by construction management

professionals who took the survey. Self-construal results of the research are quite

116



contrary to previous findings in literature by Markus & Kitayama (1991) Singel is
(1994) Gudykunst (1996) and Hofstede (1997). In their investigation of self-
construal, the independent self had been found to correlate with cultural
individualism, while the interdependent self had been found to relate to cultural
collectivism.  Turkish culture has long been described as collectivist, in terms of
Hofstede’s measures. However, when we look at the research findings, individual
self-construal is scored higher than relational self-construal. When we evaluate the
self-types as per preferred balanced integrative BID model developed by Imamoglu
(1998) which gives a multi-dimensional cultural classification of self-type; the
findings illustrate the dominance of Separated-individuation Self-type. This is a
differentiative context, where individuals have low interpersonal relatedness and
high personal individuation. The second-high self-type is Balanced context where
individuals are scored high both in interpersonal relatedness and personal

individuation.

Balanced self-type individuals have the highest Mindfulness scores, followed by

differentiative (separated individuation) self-construal type.

Individual and relational orientation dimensions of Self-construal are both found to

be effective on individual mindfulness.

Mindfulness, the second variable of the research, is found to be effective as a
mediator factor between self-construal and conflict-style. Mindfulness is found to
have a full mediator effect between individual self-construal dimension and conflict-
style of individuals whereas a partial mediator effect between relational self-
construal dimension and conflict-style of individuals. There is a significant positive
linear relationship between Mindfulness and Individual and Relational Self-construal
dimensions. balanced self-construal type individuals who have high scores. at both
relational and individual orientations also have highest mindfulness scores in

comparison to other self-construal types.

Conflict-style is the third variable of the research, and it has been evaluated as five
styles: Competing, Avoiding, Compromising, Collaborating and Accommodating
conflict-styles. Compromising and Collaborating conflict-styles are the most
preferred conflict-styles by Turkish construction professionals who attended the

research.
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There is the strongest positive correlation between mindfulness construct and
conflict-style variables which is followed by relational self-construal orientation and

conflict-style.

5.2 Evaluation of General Research Questions

According to general research findings in relation to gender; female professionals
prefer compromising conflict-style more than male and male professionals prefer

competing conflict-style more than female. This may be in relation to macho culture.

According to general research findings in relation to age; accommodating conflict-
style is mostly preferred by professionals aged 50+. This may be because these
professionals are mostly at top management level as Senior Project Managers and

they are mostly dealing with clients.

Relational orientation of professionals is in relation to their time spent at the

company especially it is high at the first 2-5 years.

Professionals who think the harmony of their team is good to have high relational

orientation scores.

Professionals who think that the way of dealing with conflict have high impact on

project performance have high mindfulness scores.

Professionals’ individual orientation score is in relation to their ideas about generally
warm and social team atmosphere and team’s constructive healthy approaches to

conflict-resolution.

Professional’s thinking of team’s providing adequate support for skill development,
training and personal development of all its members is in relation to professional’s

preference of collaborating conflict-style.

5.3 Findings and Discussions

According to Hofstede’s measures, Turkish culture has been defined as collectivist
for a long time. It has also been referred to as scored high in uncertainty avoidance,
conservatism, and power distance by Ronen (1986) and Trompenaars (1998) in their
books on multinational management and cultural diversity in global business,

respectively. However, Turkey is a country where marked intranational variations
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exist because of international linkages and frequent contacts brought about by
globalization. Goregenli (1995), for example, in her research, by using a
questionnaire to a total of 316 subjects, intend to find the ratio of social behaviors in
the Turkish culture related to individualism-collectivism. She found that all
categories ~were remarkably different from each other in their
individualist/collectivist values in the social behavior categories and the Turkish
culture includes powerful individualist elements beside a generally collectivist
orientation. In the same way, Simsek and Oge (2009) suggest that collectivism is
gradually being replaced by individualism in the Turkish society. The results of this

research are consistent with our findings and reflect the same opinion.

Looking at conflict-style from “learned patterns of behaviours” perspective (culture-
free or culture-specific), individual’s understanding of their self-identity comes into
the picture. As in Voyer & Frank’s (2014) definition. Voyer and Franks (2014), by
the sight of its nature and premises, define self-construal as a self-process, rather than
self-knowledge. This definition brings an individual interpretation dimension to self-
construal which separates it from generalizations and classifications like Hofstede’s.
This means that, individual’s self-construal is unique, dynamic and independent from
generalized, classified or unified terms of learned patterns of behaviors. It can be
unlearned and relearned. Mindfulness meditations, individual or on team basis, can

be an alternative tool to manage this unlearning and re-learning process.

The Colorado Bar Association (1995) specify that both compromising and
collaborating styles of resolution are effective in managing conflicts in project
environments. Furthermore, Singh and Johnson (1998) found that the collaborating
style is the most frequently claimed type of approach in civil engineering and

construction projects when dealing with peers and subordinates.

In two different studies, Kozan (1989, 2002) detected that Turkish employees are
more avoiding toward peers, which reflects the function of collectivism in
suppressing competition among peers and in encouraging avoidance of conflicts
instead. However, Ma, Erkus, & Tabak (2010), in a more recent study, ranked
collaborating and dominating as the most preferred and accommodating and
avoidance as the least preferred, amongst conflict styles in Turkey, contrary to
expectations. Also, Cai and Fink (2002), in their study, detected that individualists

rather than collectivists preferred avoiding. They also detected that collectivists
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choose collaborating and compromising more than individualists, whilst
collectivism-individualism had no significant linear effect on preference for the
accommodating style. Our research findings with most preferred compromising and

collaborating conflict-style are quite contrary.

These contradictory and very different findings may be due to approaches to cultures
as uniform entities. Therefore, it is noteworthy to focus on the individual cultural
profiles of organizational members, as it is not possible to ascertain the influence of
the individuals’ generalized learned patterns of behaviors on any organizational

issues in terms of performance and management.

It is also useful to apply a balanced and integrated self-construal scale where there
are integrated and complementary effects in a society. As mentioned earlier, Turkish
culture contains powerful individualistic elements beside a generally collectivist

orientation, which is balanced individually.

In line with Van de Vliert & Kabanoftf (1990) view, compromising and collaborating
can be combined. Similarly, Ma et al. (2002) findings suggest that compromising and
collaborating are not viewed differently. Thus, our research results call for a

reassessment of the typology of conflict-handling styles in construction industry.

Operationalization of mindfulness at workplace with mindfulness practices and
mindfulness trainings will be effective on developing individual mindfulness

construct and constructive conflict-styles.

5.4 Limitations

The results of this study are limited and constrained by the self-reporting measures
adopted to gauge self-construal, mindfulness and conflict-styles, rather than by
observation of actual behavior. They should be treated with its weaknesses being
dependent on respondents’ interpretations of the questionnaires’ content, and sample
size which was a convenience sample, and which therefore may differ from a general
population sample. They should be treated with, some caution. Possible limitations
include the particular sample employed, which was a convenience sample, and which
therefore may differ from a general population sample, and the measurement of

conflict style preference by self-report rather than by observation of actual behavior.
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However, this study verifies the applicability of the conflict theory in the

construction management and extends its range of validity.
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APPENDICES

APPENDIX A: Questionnaire

INTERVIEWEE(S) INFORMATION

Nr.

Date of Interview

Name :

Your primary area of responsibility:

2- Gender

o Male
o Female

3- Education
Degree Major Area
o Bachelor’s
o Master’s

5- Howlong are you at this position
2 or less

2-5

5-10

10-15

15 or more

O O O O O

6- Howlong are you at this company
2 or less

2-5

5-10

10-15

15 or more

o O O O O
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7- What do you think about the harmony of your team?
o Perfect

Good

Medium

Bad

None

o O O O

8- To what extent do you think communication/social interaction have impact on
dealing with conflict?
o Exactly
To a very great extent
To a great extent
To some extent
To a very little extent

o O O O

9- To what extent do you think the way of dealing with conflict have impact on
project performance?
o Exactly
To a very great extent
To a great extent
To some extent
To a very little extent

o O O O

10- Does your team provide adequate levels of social support for its members?

o Yes, very definitely
o Yes, but only somewhat
o No, definitely not

11- Does your team have constructive healthy approaches to conflict resolution?
o Yes, very definitely
o Yes, but only somewhat
o No, definitely not
12- Does your team have a generally warm and social climate
o Yes, very definitely
o Yes, but only somewhat

o No, definitely not

13- Does your team provide adequate support for skill development, training and
personal development of all its members?

o Yes, very definitely

o Yes, but only somewhat
o No, definitely not
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SECTION 2:BID-SCALE

1. When alone, I find interesting things to do.

2.1 believe that I will always feel close to my family.

3. I find it difficult to relate to people.

4. 1 definitely try to allocate time and opportunities to myself in order to be able to do
the things I wish to do.

5. I feel as if I am emotionally excluded from society.

6. I emotionally feel very close to my family.

7. Rather than being different, I prefer to be in unison with the society on an
intellectual basis.

8. I feel emotionally alienated from my close environment.

9. I strive to actualize my wishes by isolating myself from others as much as
possible.

10.While working for things I wish to actualize in life, I always feel my family's love
and support with me.

11. 1 feel lonely.

12. I feel that my emotional ties to my family are weak.

13. I feel that my emotional ties to my family give me strength to do the things I
want to achieve in life.

14. 1 feel remote from other people.

15. I prefer to identify with the societal values rather than questioning them.

16. I feel emotionally close to my social environment.

17. 1 find myself interesting.

18. I consider it important that one should develop oneself in accordance with the
society, rather than with one's wishes.

19. As one develops, one emotionally gets more distant from his/her family.

20. A person's most important aim should be to thoroughly develop one's potential.
21. One should be able to develop and actualize one's uniqueness.

22. Acting in accordance with the society, rather than with oneself, would in the long
run be to his/her benefit.

23. One needs to minimize emotional ties to one's family in order to do the things
he/she wishes to do.

24. Being a person approved by those around is important for me.

25. In our times, the existence of strong emotional ties amongst people would hinder
rather than support them.

26. It is very important for me that I develop my potential and characteristics and be
a unique person.

27. 1 can live for a mission that is exclusive to myself even though others may
disapprove.

28. I feel that it is more important for everyone to behave in accordance with societal
expectations, rather than striving to develop his/her uniqueness.

29. As societies develop, it is natural for interpersonal emotional ties to weaken.
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SECTION 3: 5SFMQ

Please rate each of the following statements using the scale provided. Write the
number in the blank that best describes your own opinion of what is generally true

for you.
1 never or very rarely true
2 rarely true
3 sometimes true
4 often true
5 very often or always true

1-When I’'m walking, I deliberately notice the sensations of my body moving.

2-I’m good at finding words to describe my feelings.

3-I criticize myself for having irrational or inappropriate emotions.

4-1 perceive my feelings and emotions without having to react to them.

5-When I do things, my mind wanders off and I’m easily distracted.

6-When I take a shower or bath, I stay alert to the sensations of water on my body.
7-1 can easily put my beliefs, opinions, and expectations into words.

8-1 don’t pay attention to what I’m doing because I’'m daydreaming, worrying, or
otherwise distracted.

9-1 watch my feelings without getting lost in them.

10- I tell myself I shouldn’t be feeling the way I’m feeling.

11- I notice how foods and drinks affect my thoughts, bodily sensations, and
emotions.

12- It’s hard for me to find the words to describe what I’m thinking.

13- I am easily distracted.

14- I believe some of my thoughts are abnormal or bad and I shouldn’t think that
way.

15- 1 pay attention to sensations, such as the wind in my hair or sun on my face.

16- I have trouble thinking of the right words to express how I feel about things.

17- I make judgments about whether my thoughts are good or bad.

18- I find it difficult to stay focused on what’s happening in the present.

19- When I have distressing thoughts or images, I “step back™ and am aware of the
thought or image without getting taken over by it.

20- I pay attention to sounds, such as clocks ticking, birds chirping, or cars passing.
21- In difficult situations, I can pause without immediately reacting.

22- When I have a sensation in my body, it’s difficult for me to describe it because I
can’t find the right words.

23- It seems I am “running on automatic” without much awareness of what I’'m
doing.

24- When I have distressing thoughts or images, I feel calm soon after.

25- 1 tell myself that I shouldn’t be thinking the way I’m thinking.

26- I notice the smells and aromas of things.

27- Even when I'm feeling terribly upset, I can find a way to put it into words.

28- I rush through activities without being really attentive to them.

29- When I have distressing thoughts or images I am able just to notice them without
reacting.

30- I think some of my emotions are bad or inappropriate and I shouldn’t feel them.
31- I notice visual elements in art or nature, such as colors, shapes, textures, or
patterns of light and shadow.
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32- My natural tendency is to put my experiences into words.
33- When I have distressing thoughts or images, I just notice them and let them go.
34- 1 do jobs or tasks automatically without being aware of what I’'m doing.
35- When I have distressing thoughts or images, I judge myself as good or bad,
depending what the thought/image is about.
36- I pay attention to how my emotions affect my thoughts and behavior.
37- 1 can usually describe how I feel at the moment in considerable detail.
38- I find myself doing things without paying attention.
39- I disapprove of myself when I have irrational ideas.
o
SECTION 4: TKI
On the following pages are several pairs of statements describing possible
behavioural responses to a conflict situation. For each pair, circle the "A" or "B"
statement which is most characteristic of your own behaviour.
You may find that neither of the "A" or "B" statements is typical of your behaviour;
and if this is so, please select the response which you would be more likely to use.
1 A. There are times when I let others take responsibility for solving the problem.
B. Rather than negotiate the things on which we disagree, I try to stress those things
upon which we both agree.
2 A.Ttry to find a compromise solution.
B. I attempt to deal with all of his/her and my concerns.
3 A.lam usually firm in pursuing my goals.
B. I might try to soothe the other's feelings and preserve our relationship.
4 A.TItry to find a compromise solution.
B. I sometimes sacrifice my own wishes for the wishes of the other person.
5 A. I consistently seek the other's help in working out a solution.
B. I try to do what is necessary to avoid useless tensions.
6 A.Itry to avoid creating unpleasantness for myself.
B. I try to win my position.
7 A. Itry to postpone the issue until [ have had some time to think it over.
B. I give up some points in exchange for others.
8 A.Iam usually firm in pursuing my goals.
B. I attempt to get all concerns and issues immediately out in the open.
9 A. I feel that differences are not always worth worrying about.
B. I make some effort to get my way.
10 A.Tam firm in pursuing my goals.
B. I try to find a compromise solution.
11 A. Iattempt to get all concerns and issues immediately out in the open.
B. I might try to soothe the other's feelings and preserve our relationship.
12 A. I sometimes avoid taking positions which would create controversy.
B. I will let the other person have some of his/her positions if he/she lets me have
some of mine.
13 A. I propose a middle ground.
B. I press to get my points made.
14 A. I tell the other person my ideas and ask for his/hers.
B. I try to show the other person the logic and benefits of my position.
15 A. I might try to soothe the other's feelings and preserve our relationship.
B. I try to do what is necessary to avoid tensions.
16 A.Itry not to hurt the other's feelings.
B. I try to convince the other person of the merits of my position.
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17 A.Iam usually firm in pursuing my goals.

B. I try to do what is necessary to avoid useless tensions.

18 A. If it makes other people happy, I might let them maintain their views.
B. I will let other people have some of their positions if they let me have some of
mine.

19 A. I attempt to get all concerns and issues immediately out in the open.
B. I try to postpone the issue until I have had some time to think it over.

20 A. I attempt to immediately work through our differences.

B. I try to find a fair combination of gains and losses for both of us.

21 A. In negotiations, I try to be considerate of the other person's wishes.

B. I always lean toward a direct discussion of the problem.

22 A.Itry to find a position that is intermediate between his/hers and mine.
B. I assert my wishes.

23 A.Tam very often concerned with satisfying all our wishes.

B. There are times when I let others take responsibility for solving the problem.
24 A.1try meet to meet the wishes of others when it’s important to them.
B. I try to get the other person to settle for a compromise.

25 A. Itry to show the other person the logic and benefits of my position.
B. In negotiations, I try to be considerate of the other person's wishes.

26 A. I propose a middle ground.

B. I am nearly always concerned with satisfying all our wishes.

27 A.Isometimes avoid taking positions that would create controversy.

B. If it makes other people happy, I might let them maintain their views.

28 A.1am usually firm in pursuing my goals.

B. T usually seek the other's help in working out a solution.

29 A. I propose a middle ground.

B. I feel that differences are not always worth worrying about.

30 A.Itry not to hurt the other's feelings.

B. I always share a problem with the other person so that we can work it out.
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