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Abstract 

This study aimed at identifying the level to which the administration at Al-Hussein Bin Tala 
(AHU) uses conflict management strategies and its relation to achievement motivation among 
its employees. To achieve the purposes of this study the researchers developed a scale that 
includes three parts: demographic information, (27) items measuring conflict management 
strategies and (20) items measuring achievement motivation. Validity and reliability were 
accredited the scale was applied to a sample of (149) academic administrative employees and 
only administrative employees who were randomly assigned. 

The results revealed that the means of conflict management strategies scale range from (2.634) 
to (3.369) at moderate level. Result also showed that there are no statistically significant 
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differences at conflict management scale related to gender, job type and the number of years 
in administrative experience. However, the result revealed higher levels of achievement 
motivation means range from (4.651) to (4.013). Finally it was indicated that there was a 
significant positive but low relation between avoiding strategy and the achievement 
motivation while there was no significant relation between the use of the other strategies and 
achievement motivation.     

Keywords: conflict management strategies, achievement motivation, Al-Hussein Bin Talal 
University 

1. Introduction  

1.1 Organizational Conflict 

Modern management theories consider organizational conflict as inevitable phenomenon in 
organizations. They anticipated that the lack of conflict or low intensity conflict in an 
organization would cause stagnation. In addition, the existence of high intensity conflict in an 
organization is harmful. High intensity conflict limits collaboration among organization’s 
employees. Wherever there are interactions among individuals and groups within an 
organization, there are conflicts are inevitable (Harem, 2006). 

 The traditional management systems consider organizational conflict as preventable 
situation that need to be avoided. They consider organizational conflict as an outcome of 
personal differences or leadership failure. From the perspective of traditional management 
systems, organizational conflicts can be managed by leaders’ direct intervention or by the 
separation of conflicting parties.  

However, the modern management systems consider organizational conflicts as natural 
outcomes of organizational interaction. From the perspective of modern management systems, 
organizational conflicts originate from the complexities within the organizations. 
Organizational conflicts may bring positive change in an organization, where many 
administrators have positive perceptions of and attitudes toward organizational conflicts. A 
study has shown that some administrators considered managing conflicts in their 
organizations almost as important as managing any other administrative tasks, where these 
administrators believed that spending about 20% of their management time in managing 
conflicts is ordinary because of the perceived importance of conflicts within an organization. 
They believed that this amount time, devoted for managing organizational conflicts, was is 
not wasted time and was not too much (Hassan, 1999). 

The modern view of organizational conflict considers conflicts as real, positive, inevitable 
phenomenon that cannot be avoided. In addition, the outcomes of organizational conflict can 
be negative or positive according to the ways of handling and managing such conflicts 
(Al-Momani, 2011).  

Conflicts benefit organization, since conflicts lead to change and lead to form positive forces 
that might improve employees’ performance and efficiency in an organization (Al-Harbi, 
2008). In organization, an effective management strategy is to maintain conflicts within 



 International Journal of Learning and Development 
ISSN 2164-4063 

2018, Vol. 8, No. 1 

http://ijld.macrothink.org 96

desired framework and levels. If the intensity of conflicts increase or decrease above or 
below the desired levels, the administration should work on maintaining the levels of the 
intensity of conflicts. Moreover, the administration should keep the levels of organizational 
conflicts under control, where the administration should continuously manage the conflicts in 
order to achieve desired administrative goals and objectives (Hammoud, 2002) 

Managing organizational conflicts does not necessary mean terminating conflicts or reducing 
the intensity of conflicts. The process of managing organizational conflicts starts with 
diagnosing the conflicts in order to determine their levels. Based on the results of the 
diagnostic process, the administration should act. When organizational conflicts are not 
existing or when organizational conflicts have low levels of intensity, the administration 
should create organizational conflicts or increase the levels of intensity of organizational 
conflicts. While, when organizational conflicts have high levels of intensity, the 
administration should reduce the levels of intensity of the conflicts (Al-Ababneh, 1995). 

The organizational conflicts might hinder the achievement of the desired organization’s 
objectives and goals. This is particularly true, when the causes of the conflicts are related to 
defending employees’ personal interests rather than being related to defending organization’s 
interests and goals (Ayazra & Beni-Ahmed, 2008). On the other side, organizational conflict 
might be positive and useful. It is not recommended for administration to intervene in the 
organizational conflicts when these conflicts have positive consequences for the organization.  
Therefore, administration should intervene to manage organizational conflicts in two cases: 

First, when the intensity of the conflicts exceeds the desired levels, it is the responsibility of 
the administration to intervene to reduce the intensity of conflicts to the desired levels. 
Second, when the intensity of conflicts falls short of the desired levels, it is the responsibility 
of the administration to intervene to increase the intensity of conflicts to the desired levels 
(Al-Mograbi, 1994, p. 310). 

Researchers had different definitions of conflict based on the intellectual school to which 
they belong to. Robbins (2001) defined conflict as "the process that begins when one party 
perceives that the other has negatively affected, or is about to negatively affect, something 
that he or she cares about” (p. 243). Al-Omayan (2005) proposed another definition, where he 
defined conflict as "the process that begins when one party sees or realizes that the other is 
obstructing or about to obstruct him/her from achieving something that he or she cares about” 
(p. 364). In earlier definitions, Hilal (1996) defined the conflict as “variations in purposes, 
interests or behaviors between employees and their supervisors within an organization" (p. 4) 
and Jones (1995) defined conflict as "the differences that occur as results from conflicting 
objectives between one group and another" (p. 500). 

The organizational conflicts involve two or more conflicting parties. Any conflict had causes 
that lead to its occurrence. Conflicting parties have the ability to harm each other (Al-Otaibi, 
2006). In an organization, the conflicting parties prefer to engage in dialogues with each 
others to accomplish their goals. Tension is an essential part of the conflicts that leads the 
conflicting parties to engage in hostile activities against each other, such hostility imposes 
heavy burdens and costs on the concerned parties (Katishat, 2006). The outcomes of the 
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conflicts remain unknown to any party until the end of the conflict (Al-Otaibi, 2006). The 
causes for organizational conflicts vary; Al-Omayan (2005) reported some of these reasons: 

 Conflict or change in roles: conflicts occur when there are two pressure groups that 
the employee counters at the same time.  

 Change in the powers granted for an individual or a group: conflicts occur when there 
is an increase or decrease in the levels of powers enjoyed by individual or a group. 

 Change in status or position: conflicts and disorder in the organizational structure 
occur when there is a change in the employee's status and position within 
organization. 

 Duplication or overlap: conflicts occur when two or more employees are required to 
do the same work. 

 Competition for resources: conflicts occur when there is competition between the 
members of one organization or between different departments over the same 
available resources. 

 Cultural differences: conflicts between individuals or between groups occur when the 
employees in an organization come from different cultures.  

Furthermore, Ayazra and Bani-Ahmed (2008) prposed two more possible causes to conflicts 
in an organization, these causes include: 

 Organizational causes: Conflicts might occur due to the nature of organizational 
structure, where the relations among different organization’s components might play 
an integral role in the emergence of conflicts. Related example of the cause of 
organizational conflicts are the existence of multiple administrative levels, the 
existence overlapping of activities and events, the concentration of power in hands of 
a few people, and employee’s lack of clarity of his/her job profile and description. 

 Rumors: conflicts might occur due the spread rumors, where rumor is considered as 
one of the most dangerous weapons that can destroy individuals and organization and 
disturb organizational thought and management. 

The administration literature shows that the organization administration have used a variety 
of strategies in order to manage organizational conflicts, these strategies include:  

 Dominating strategy: this strategy involves a high level of concern for self and weak a 
low level of concern for others. The individuals who adopt the dominating strategy 
use force and coercion to achieve his/her goals and desires without paying attention to 
the goals and wishes of the others (Katishat, 2006). When the dominating strategy is 
used in an organization, conflicts are resolved and terminated by direct intervention of 
higher management through the use of power and authority (Al-Balbisi, 2003). 

 Avoiding strategy: this strategy involves withdrawal and evasion from the conflicts 
(Owens, 1981). It characterized by ignoring conflicting parties’ concerns, ignoring the 
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causes of conflicts, and keeping conflicts within useful limits. 

 Collaborating strategy: this strategy involves the conflicting parties working together 
to find acceptable conflict resolution to satisfy the interests and demands of all parties. 
The collaboration takes the form of investing the dispute so that the conflicting parties 
learn from each other's experience and wisdom (Al-Momani, 2011). Collaboration 
mode for managing conflicts is one of the ideal approaches to resolve organizational 
conflicts. However, collaboration approach is difficult to implement as it seeks to 
resolve the conflicts by applying the utmost attentions to the interests of both parties. 
The success of this approach requires teamwork from the conflicting parties as well as 
conflicting parties’ positive attitudes toward reconciliation and cooperation (Idris & 
Morsi, 2003) 

 Accommodating strategy: using this strategy in an organization involves the 
administration giving up its own interests to achieve the interests of the employees of 
the organization in order to terminate the causes of conflicts and disagreements (Issa, 
2009). 

Organizational conflicts have both positive and negative consequences. The positive effects 
of organizational conflicts include showing employees’ latent capabilities and aptitude that do 
not appear in normal circumstances. Moreover, the organizational conflicts facilitate 
interaction among the employees and the administration in the organization. Conflict is a type 
of communication and the process of resolving conflicts opens new and long-lasting channels 
of communication in the organization. Conflicts might helping identifying organizational 
problems and contribute in resolving these problems. In addition, conflicts provide basis for 
creativity and innovation in the organization (Al-Ababneh, 1996). Furthermore, when 
conflicts are resolved, individuals become more committed to the outcomes of conflict 
resolution (Harem, 2004).  

The negative effects of organizational conflict emerge when each conflicting party care about 
satisfying their own interests rather than caring about satisfying the organization’s interests 
and accomplishing the goals of the organization. The negative effects of organizational 
conflict would destroy morale; waste time, effort and money; weaken the level of efficiency 
and the effectiveness of the organization; impede cooperative work; reduce productivity; and 
makes the organization’s performance suffer from stagnation (Al-Omayan, 2002). 

1.2 Achievement Motivation 

Achievement motivation is individual's desire to do high-quality job and to be successful in 
that job. Individuals with high level of achievement motivation are characterized by their 
high levels of ambitions, their feelings of enjoyment in doing competitive work tasks, their 
preference for working independently, their preference for accomplishing difficult work tasks, 
and their preference for completing moderate risk tasks rather than low risk tasks (Ghbari, 
2008). Individual's need of achievement has two components: the one's desire for 
achievement and one's fear if failure. The high achievers are individuals who have strong 
motive to achieve and weak motive to avoid failure. While, low achievers are individuals 
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who have strong motive to avoid failure and weak motive to achieve (Al-Zayat, 1988) 

There are different definitions of achievement motivation. For instance, Taha (2003) defined 
achievement motivation as the individual's desire to accomplish his/her assigned work tasks 
and duties at optimal levels of personal excellence in order to earn respect from supervisors 
and collogues, to increase income, and to get promotion. Al-Hamed (1996) defined 
achievement motivation as "the motive to seek success, to achieve desirable results, to 
overcome barriers, or to complete work tasks efficiently and effectively” (p.134). Al-Haji 
(1996) defined achievement motivation as "an acquired motivation that emerged from 
interaction with surrounding environment. It consists of cognitive, emotional, and behavioral 
drives and encourages individual to achieve specific goals” (p.31). 

The individual’s attitudes towards achievement are determined by several factors, Khalifa 
(2000) reported some of these factors:  

 Individual’s level of enthusiasm for works and for making effort to achieve his/her 
goals.  

 Individual’s desire for feeling pride in his/her success and his/her desire to avoid the 
feeling of shyness and failure. 

 Individual's expectations about of the chances of success and failure. 

 Individual’s perceived values of success or his/her perceptions of the consequences of 
success or failure. 

The study of achievement motivation is of great importance to both, the employees and the 
organization, Abbas (2002) reported some of the important benefits of study of achievement 
motivation in an organization: 

 Motivations are the drives for the individuals’ behavior and performance. Therefore, 
understanding employees’ motivations helps the organization to encourage 
employees’ by appropriate incentives. 

 Employees’ positive motivations foster greater collaboration between them and 
organization’ administration. 

 Employees’ positive motivations help to reduce conflicts among them and groups 
within the organization. 

 Employees’ positive motivations increase their creativity in work. 

 Understanding the nature and the level of individuals’ motivation would help in 
shaping the strategic direction of the organization. 

 Understanding the individuals motivations is important to design appropriate training 
programs (Abbas, 2002) 

Individuals with high level of achievement motivation would continuously and naturally set 
personal goals that involve challenges and risks; where they do not feel accomplished when 
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the tasks they perform are easy and have a guaranteed results (Al-Bernouti, 2004). They 
prefer new and challenging tasks and they avoid routine tasks (Abdulah, 2003). Individuals 
with high level of achievement motivation are characterized by being high self-confidence 
and they make moderate to high risk decisions. They tend to be skeptical about views of the 
people who have more experience than them and they focused on doing the work task itself 
rather than focusing on the financial return from the completion of the work task. 

1.3 The Relationship between Organizational Conflicts and Achievement Motivation 

Agwu (2013) reported that there was a significant relationship between conflict management 
strategies and employees’ performance. There is a significant relationship between the levels 
of conflicts and levels of achievements. Moderate levels of conflicts leads to optimal levels of 
achievements. However, when the levels of conflicts are very low or very high in an 
organization, the levels of achievement would be low. A successful and modern 
administration is the one that can deal with the conflicts at the time of their emergence by 
keeping their intensity at the desired levels through allowing the employees to be involved in 
managing conflicts and engaging them in decision-making to achieve desired organizational 
outcome Problem of the Study. 

Conflict is an important behavioral phenomenon that is complex and highly intertwined. 
Conflicts in an organization cannot be neglected by the administrators. Organizational 
conflict has been considered as one of the most important challenges for administrators that 
might hinder organization’s works. Organizational conflict should be controlled using 
appropriate management strategies. Otherwise, organizational conflict would take most of the 
administrators’ efforts and time (Mustafa, 2000). Conflict is a human phenomenon that is 
inevitable. Therefore, successful management is the one that is capable of managing the 
conflicts and use them as mean to promote creativity and innovation in the organization and 
to acquire positive outcomes (Katishat, 2006). 

Organizational relationships in modern institutions are characterized by being overlapping 
and interrelated. Whenever there are interactions among individuals and groups within an 
organization, conflicts would inevitably occur. Organizational conflict would influence 
employees’ achievement motivation. Individuals’ motivation directs their behaviors towards 
specific goals. Therefore, in order for the organization to achieve its goals, the organization’s 
administrators need to manage organizational conflict to maintain moderate level of it. 
Moderate levels of conflicts would help organization to reach high level of achievement.  
Therefore, the purpose of the current was to investigate the levels of utilization of strategies 
for managing conflict and their relationships with the level of achievement motivation among 
the employees of AHU. 

1.4 Research Questions 

The present study seeks to answer the following questions: 

1- What are the conflict management strategies the administration at(AHU) uses from 
the perspective of its employees? 
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2- Are there any statistically significant differences at α (0.05) in employees’ responses 
to conflict management strategies scale at AHU due to gender, job type, and 
experience in administrative work? 

3- What is the level of achievement motivation among the employees achievement at 
AHU? 

4- Are there any statistically significant differences at α (0.05) in employees’ responses 
to achievement motivation scale at AHU due to gender, job type, and experience in 
administrative work? 

5- Is there any statistically significant relation statistically at α (0.05) between the 
domains of conflict management strategies scale and achievement motivation among 

employees at AHU? 

1.5 Objectives of the Study 

The present study seeks to achieve the following objectives: 

 Identifying conflict management strategies the administration at AHU uses 
from the perspective of its employees. 

  Identifying the level of achievement motivation the employees at AHU 
have. 

 To investigate the relation between conflict management strategies the 
administration at AHU uses and level of achievement motivation among 
employees.  

1.6 Importance of the Study 

The importance of the current study is a result of the following issues: 

 The study deals with a significantly important issues as it concerns human 
resources which make a basic element for any institution to achieve its gools.  

 The study was carried out a Jordanian state university, so it is hopeful that its 
results will positively affect the use of conflict management strategies by the 
administration university. 

 Identify the level of achievement motivation indicates the level of satisfaction 
among employees which, in turn, helps the administration choose the best 
strategies.  

  In the light of the results, this stud provides a set of recommendations that 
might hopefully have a positive impact on the process of managing 
organizational conflicts and on the level of achievement motivation among 
employees.  
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1.7 Limitations of the Study 

The current study has some limitations that include:  

 Time limitation: The study took place in one point of time during the first semester of 
2016/2017.  

 Settings related limitation: The study took place in only one public university in 
Jordan that called Al-Hussein Bin Talal University (AHU). 

 Topics related limitation: This limitation is related to the topics of the research i.e., 
strategies of managing the organizational conflict and the achievement motivation and 
the used instrument to collect related data. This limitation is related to validity and 
reliability of the data collection instrument and the results of the study.  

1.8 Definitions of Terms 

The adopted definitions and procedural definitions of the main terms of the study are as 
follow: 

 Strategies for managing organizational conflicts: are behavioral methods used by 
administrators at AHU to mitigate and resolve conflicts. The adopted procedural 
definition is the score of a group of employees on a scale that was designed to 
measure the levels of utilization of conflict management strategies at AHU. 

 Achievement motivation: The readiness and ability of employees to successfully 
accomplish their work tasks. The adopted procedural definition is the score of the f a 
group of employees on a scale that was designed to measure achievement 
motivations. 

2. Literature Review 

There are several research studies that examined conflict management and achievement 
motivation in an organization. The current section discusses some previous studies related to 
these topics. The studies are presented in chronological order. 

2.1 Organizational Conflicts  

Henkin, Gistone, and Dee, (2000) examined the preferred conflict management behaviors and 
strategies of a sample of school principals. The study sample consisted from 103 principals in 
a large, urban school district that are located in south-eastern of the United States. A 
questionnaire instrument was used to collect data. The results showed that school principals 
rarely used avoidance as a style to manage conflicts and the most used strategies for 
managing conflict were collaborating and advice-giving mode of problem solving.   

Issa (2009) examined faculty members’ perceptions of the extent of using of conflict 
management strategies by heads of nursing departments in Jordanian private universities and 
their relation to the administrative work ethics. The study sample consisted of 104 faculty 
members from five universities were randomly selected from the eight private universities 
that exist in Jordan. The study used a questionnaire with two scales: strategies of conflict 
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management scale and administrative work ethics scale. In order of the level of use from the 
most common to the least common, the study found that used conflict management strategies, 
arranged in order of frequency, were collaboration, compromise, accommodation, dominance, 
and avoidance. 

Al-Ja'afra (2013) examined the relationship between the adopted methods for managing 
organizational conflict and administrative creativity among principals of public schools in 
Karak governorate in Jordan. The researcher developed a questionnaire and used it to 
collected data from 225 principals. The results of the study indicated that the principals 
believed that the level of their use the three examined strategies for managing conflicts 
(collaboration, avoidance, and courtesy) were high. In addition, the results showed that there 
were no statistically significant differences in the participants’ degree of using conflict 
management methods based on their gender and experience. However, there was a 
statistically significant difference in the participants’ degree of using conflict management 
methods based on their academic qualifications. 

Abu-Sinayna and Al-Bayati (2014) examined teachers’ perceptions of the levels of utilization 
of conflict management strategies by the principals of the secondary schools in the Amman 
governorate and their relations to the levels of organizational loyalty of teachers. The study 
sample consisted of 200 teachers. The results showed that principals’ levels of use of conflict 
management strategies were moderate and that the levels of organizational loyalty of the 
teachers were moderate. There was a statistically significant relationship between principals’ 
levels of using conflicts management strategies and the teachers’ levels of organizational 
loyalty. 

Awaisat (2015) investigated teacher’ perceptions of the levels of utilization of the conflicts 
management strategies by group of principals in private schools in Amman governorate in 
Jordan and their relations to teachers’ levels of job satisfaction. The study sample consisted of 
364 teachers who were randomly selected using stratified random sampling. A questionnaire 
instrument was used to collect data. The results showed that principals’ levels of utilization of 
conflicts management strategies were moderate and that the levels of teacher’ job satisfaction 
were moderate. 

A review of the studies related to the organizational conflict showed that all of the examined 
studies were conducted in schools except for Issa’s (2009) study that was conducted at the 
University of Jordan. In addition, these studies showed that the levels of conflicts were often 
moderate, and the collaborating strategy was the most widely used strategy among the 
organizational conflict management strategies. 

2.2 Achievement Motivation 

Othman (2010) conducted a study that aimed at identifying the professional pressures and 
their relation to the levels of achievement motivation among civil protection agents. The 
sample consisted of 100 agents. The results showed that there was negative relationship 
between the agents’ perceptions of the levels the professional pressures and their levels of 
motivation to avoid failure. In addition, the results showed that there were no significant 
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differences in the agents’ perceptions of the levels the professional pressure based on their 
age and experience. 

Afful-Broni,( 2012) examined the relationship between motivation and job performance. The 
study sample consisted of 200 staff members at the University of Mines and Technology in 
Ghana. A questionnaire instrument was developed by the researcher to collect data. The 
results showed that the staff believed that low monthly incomes and the general lack of 
motivation were the main factors that would negatively affect their morale and their 
performance at the university. The study recommended that in order to support management 
of the university, there was need for creating profits generating projects to contribute in 
providing sufficient financial motivations and grants for the staff at the university. 

Asim (2013) examined the effect of motivation levels of the employees on their performances 
with training as a moderating variable. The sample of the study consisted of 118 employees in 
Pakistani universities. The results showed that these variables depend on each other’s. 
Employees’ performance and their training would significantly affect the motivation of the 
employees to accomplish their work tasks. 

Romle, Talib, and Isa (2016) investigated the effects of motivation and commitment on job 
performance among university employee from the students' point of views in a public 
university in Malaysia. The study sample consisted from 210 graduate students. The results 
showed that intrinsic motivation, extrinsic motivation, and active commitment had influence 
on job performance. In addition, the results showed that among these factors, intrinsic 
motivation had the strongest relationship with job performance. 

The review of studies related to achievement motivation showed that achievement motivation 
is affected by several factors, including: professional pressure, motivation, and the level of 
income and training. 

3. Research Methods 

This section presents the description of the methodology, population and sample of the study 
as well as the used data collection instrument in the study.  

3.1 Methodology of the Study 

The descriptive and correlation approach was used in this study. This approach has been 
adopted to suit the nature of the study in terms of its purpose, data collection and data 
analysis. 

3.2 Study Population and Sample 

The population of this study included all the university academic/administrative employees 
and administrative employees, where academic/administrative have joint responsibilities: 
academic and administrative at AHU. The study population consisted from deans, vice deans, 
heads of department, and unit managers. The entire population consisted from 290 employees 
based on statistics personnel affair department for the academic year 2016/2017. The study 
sample was selected using simple random sampling. The number of participants was 155 
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employees. However, after examining participants’ responses to the questionnaire, six 
responses were excluded since they were not complete. Therefore, the sample of the study 
consisted from 149 participants, which represent 51.5% of the study population. Table 1 
shows descriptive summary of participants’ demographic data. 

 

Table 1. Descriptive summary of participants’ demographic data 

Variables Category Frequency Percent 

Gender  Male 108 72.5 

Female 41 27.5 

Job type  Administrative  employees 98 65.8 

Academic/ administrative  employees 51 34.2 

Years of  administrative experience From one year to less than 5 years 19 12.8 

5-10 years 39 26.2 

More than 10 years 91 61.1 

Overall   149 100% 

 
Table 1 shows that about three-quarter of the participants (72.5%; n=108) were male 
employees, while only about one-quarter of the participants (27.5%; n=41) were female 
employees. About two-third of the participants (65.8 %; n=98) were administrative 
employees, while about one third of the participants (34.2 %; n=51) were academic 
employees and they who had administrative jobs. The majority of participants (61.1 %; n=91) 
had more than 10 years of experience in university administration, while about one quarter of 
the participants (26.2%; n=39) had 5 to 10 years of experience in university administration. 
Only 12.8% (n=19) had less than 5 years of experience in university administration. 

3.3 Data Collection Instrument 

In order to achieve the purpose of the study, the researchers developed a scale that includes 
three parts. The first part includes the demographic characteristics of the employees: gender, 
job type, and number of years of administrative experience. The second part consist of (27) 
items of conflict management strategies that administration at AHU uses from the employees 
perspective. The third part is(20) items that measure the levels of achievement motivation 
among the employees. The researchers used theoretical frameworks and previous research 
studies (e.g., Issa, 2009; Al-Ja'afra, 2013; Awaisat, 2015) related to conflict management in 
order to select and develop the items in the conflict management scale. The conflict 
management scale consisted from 27 items that were used to measure the levels of utilization 
of four management strategies, namely dominating, avoiding, collaborating, and 
accommodating. The achievement motivation items were selected and developed based on 
different related research studies (e.g., Salem, 2008; Issa, 2009; Al-Azraq, 2000). The 
achievement motivation scale consisted from 20 items 
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3.3.1 Validity and Reliability of the Data Collection Instrument 

In order to ensure validity of the data collection instrument, the questionnaire was checked by 
10 faculty members from different Jordanian universities. These faculty members have 
knowledge and experience in the topics of the present study. The faculty members provided 
their opinions regarding each item in the questionnaire in term of the degree that the item 
measures what it claims to measure, the degree to which the language of each item were clear 
and simple, and the degree of relevance of each item to the related sub-scale or scale. The 
researchers included the items that 8 out of 10 reviewers believed that they were valid and 
relevant. Based on the reviewers’ comments, all the examined items were included in the 
questionnaire. However, the researchers adjusted the wording of some items based on the 
reviewers’ comments. In order to ensure the reliability of the questionnaire instrument and 
internal consistency of the items in the scales, Cronbach’s alpha coefficients were computed 
for data from study. Table 2 shows the values of Cronbach’s Alpha. 

 

Table 2. Summary of reliability analysis 

Scale Cronbach’s Alpha 

Conflict management scale 0.81 

Dominating strategy sub-scale 0.70 

Avoiding strategy sub-scale 0.91 

Collaborating strategy sub-scale 0.72 

Accommodating strategy sub-scale 0.75 

Achievement motivation scale  0.94 

 

Table 2 shows that the values of Cronbach’s Alpha for conflict management scale and 
sub-scales ranged from 0.70 to 0.92. The value of Cronbach’s Alpha for achievement 
motivation scale was 0.94. The values of Cronbach’s Alpha ranged between moderate and 
high. The values of Cronbach’s alpha were accepted for the purpose of the study. 

4. Results and Discussion 

The current section introduces the result of this study that aims at identifying the conflict 
management strategies the (AHU) administration uses and their relation to employees 
achievement motivation according to the question of the study.  

In order to explain the means of employees responses to each domain of conflict management 
strategies scale, the scores of the 5- point Likert scale were used. The same procedures were 
applied to achievement motivation scale. (Table 3)  
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Table 3. The used levels to categorize the mean scores on the 5-point Likert scale 

Level Mean scores 

Low Between 1and 2.33 

Moderate Between 2.34 and 3.66 

High Between 3.67 and 5 

 

The length of the interval for categorizing the mean scores on the used 5-point Likert scale 
was computed based on the following equation:  

The length of interval 

 

highest value-lowest value = 5-1 = 1.33 

number of levels 3 

 

4.1 First research question” What are the conflict management strategies the administration 
at(AHU) uses from the perspective of its employees?  

In order to answer the first research question , the means and standard deviations of conflict 
management strategies were computed, the means and standard deviations were computed for 
participants’ responses to each sub-scale and each item in the sub-scales of conflict 
management questionnaire. Table 4 shows descriptive statistics of participants’ responses to 
the four sub-scales of conflict management scale. 

 

Table 4. Means and standard deviation of participants’ responses to the levels of utilization of 
conflict management strategies. (N =149) 

N  Dimension  M SD Level 

1 Dominating strategy 3.37 .58 Moderate 

2 Avoiding strategy 3.24 .57 Moderate 

3 Collaborating strategy 2.92 .89 Moderate 

4 Accommodating strategy 2.63 .72 Moderate 

Overall  3.08 .43 Moderate 

 

Table 4 shows that participants’ levels of how the AHU administration uses conflict 
management strategies were moderate (M = 3.08, SD=0.43). The means of the participants’ 
levels of using the four conflict management strategies were also moderate ranging between 
(M = 2.63, SD=.72) to (M = 3.37, SD=.58).  
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The participants believed that the most utilized strategy was dominating while they least 
utilized strategy was accommodating. 

The results indicated that the administrators at AHU utilize the four strategies for managing 
organizational conflict management: dominating, avoiding, collaborating, and 
accommodating at moderate levels. The administration should maintain accepted and 
moderate levels of conflicts at the organization in order to reach high achievements. The 
result was similar to the results of the Awaisat’s study (2015) that found that the level of 
utilizing the conflict management strategies was moderate. 

4.1.1 Dominating Strategy  

 

Table 5. Means and standard deviation of participants’ responses to the dominating strategy 
sub-scale. (N =149) 

N Item  M SD Level 

4 
The university administrators cling to their positions and opinions in the 
process of resolving organizational conflicts 

3.62 .91 Moderate 

2 
The university administrators make decisions related the organizational 
conflicts without consulting the employees. 

3.58 .97 Moderate 

6 
The university administrators try to keep talking during meetings to 
avoid employees’ interventions. 

3.47 1.04 Moderate 

3 
The university administrators impose a disciplinary penalty on the 
employees who do not follow their instructions. 

3.40 1.03 Moderate 

1 
The university administrators use their authority to resolve 
organizational conflicts. 

3.36 .94 Moderate 

5 
The university administrators share with the employees the 
administrative facts to reduce organizational conflicts. 

3.30 1.01 Moderate 

7 
The university administrators become hostile with the employees who 
disagree with their decisions. 

2.86 1.21 Moderate 

Dominating strategy 3.37 .58 Moderate 

 

Table 5 shows that the overall level of using of dominating strategy at AHU was moderate (M 
= 3.37, SD=0.58). The means of the employees’ responses to all the items of the level of 
utilization of dominating strategy were moderate .The employees responded most positively 
to item 4 “The university administrators cling to their positions and opinions in the process of 
resolving organizational conflicts.”(M = 3.62, SD=0.91) followed by item 2 “The university 
administrators make decisions related the organizational conflicts without consulting the 
employees.” (M = 3.58, SD=.97).. The employees responded least positively to item 7 “The 
university administrators become hostile with the employees who disagree with their 
decisions.”(M = 2.86, SD=1.21). 
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The results showed the dominating strategy was labeled as moderately used by the AHU 
administration. The moderate use of dominating strategy reflects that the administration has 
higher interest in applying the university’s policies and regulations rather than satisfying 
employees’ demands. 

One possible explanation of the administration’s use of dominating strategy is the lack of 
financial resources and significant financial hardship that the university suffers form. The 
lack of financial resources and the financial hardship, at the university, limits the university 
capability to satisfy many of its employees’ financial demands. Therefore, the university 
administrators used dominating strategy to reduce expenses and to avoid collisions with 
employees who the university was unable to satisfy their demands. 

4.1.2 Avoiding Strategy 

 

Table 6. Means and standard deviation of participants’ responses to the avoiding strategy 
sub-scale. (N =149) 

N Items  M SD Level 

8 The university administrators’ interaction with employees is limited 
to formal matters. 

3.56 1.12 Moderate 

2 The university administrators avoid initiating open discussion with 
the employees who disagree with their policies and decisions. 

3.40 1.10 Moderate 

5 The university administrators do not consider the opposing 
viewpoints. 

3.35 .980 Moderate 

1 The university administrators do not consider the opposing 
viewpoints ignore the causes of organizational conflicts. 

3.22 1.03 Moderate 

3 The university administrators avoid taking decisions that cause 
controversy among employees. 

3.18 .98 Moderate 

7 The university administrators try to prevent employees from showing 
their feelings of anger toward its decisions. 

3.14 1.11 Moderate 

4 The university administration tries to prevent horizontal 
communication among the employees in order to avoid the 
organizational conflicts. 

3.08 1.03 Moderate 

6 The university administration provides stress-free and positive 
workplace environment to minimize organizational conflicts. 

3.01 1.12 Moderate 

Avoiding strategy 3.24 .570 Moderate 

 

Table 6 shows that the overall level of utilization of avoiding strategy at AHU was moderate 
(M = 3.24, SD=0.57). The means of the employees’ responses to all the items of the level of 
utilization of avoiding strategy were moderate. The employees responded most positively to 
item 8 “The university administrators’ interaction with employees is limited to formal 
matters.” (M = 3.01, SD=1.12), followed by item 2 “The university administrators avoid 
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initiating open discussion with the employees who disagree with their policies and 
decisions.” (M = 3.40, SD=1.10). The employees responded least positively to item 6 “The 
university administration provides a positive workplace environment to minimize 
organizational conflicts.” (M = 3.01, SD=1.12). 

The results showed the avoiding strategy was labeled as moderately used by the AHU 
administration. The avoiding strategy involves the administration ignoring the conflicts, 
where the administrators perceive that conflicts will be resolved as time goes.  

The administrators at AHU utilized avoiding strategy at moderate level in order to stay away 
from the sources and causes of conflicts, where conflicts might negatively affect the extent of 
achieving the university goals and the accomplishing of the work tasks. Therefore, the 
administrators at AHU try to avoid disagreement with the employees and they stay away from 
the sources of conflicts. 

4.1.3 Collaborating Strategy 

 

Table 7. Means and standard deviation of participants’ responses to the collaborating strategy 
sub-scale. (N =149) 

N Items  M SD Level 

1 The university administrators work with the employees to reach a 
common understanding of the causes of organizational conflicts. 

3.24 .96 Moderate 

7 The university administrators work to control the disagreements between 
the employees in order to mitigate organizational conflicts. 

3.11 1.04 Moderate 

3 The university administration works with the employees to set goals that 
can be accomplished only with the collaboration between the 
administrators and the employees at the university.  

3.05 1.06 Moderate 

2 The university administration works collaboratively with the employees 
to make decisions to resolve organizational conflicts 

2.87 1.03 Moderate 

4 The university administrators are devoted to investigate the employees' 
administrative problems in order to resolve them. 

2.86 1.13 Moderate 

6 The university administration reconciles the different perspectives of the 
conflict parties in order to suit each party.  

2.85 1.06 Moderate 

5 The university administration provides incentives to encourage 
employees to collaborate with the administrators effectively.  

2.43 1.36 Moderate 

Collaborating strategy 2.92 .89 Moderate 

 

Table 7 shows that the overall level of utilization of collaborating strategy at AHU was 
moderate (M = 2.92, SD=0.89). The means of the employees’ responses to all the items of the 
level of utilization of collaborating strategy were moderate. The employees responded most 
positively to item 1 “The university administrators work with the employees to reach a 
common understanding of the causes of organizational conflicts.”(M = 3.24, SD=0.96), 
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followed by item 7 “The university administrators work to control the disagreements between 
the employees in order to mitigate organizational conflicts.” (M = 3.11, SD=1.04). The 
employees responded least positively to item 5 “The university administration provides 
incentives to encourage employees to collaborate with the administrators effectively.”(M = 
2.43, SD=1.36). 

The results showed the collaborating strategy was labeled as moderately used by the AHU 
administration. The collaborating strategy involves identifying and discussing the sources of 
conflicts, identifying and focusing on the common interests of the conflicting parties, 
arranging meeting between conflicting parties in order to reach common understandings, and 
working on resolving the conflicts using appropriate methods to satisfy the interests of all 
parties. The administrators at AHU utilized collaborating strategy at moderate level in order 
to achieve the benefits for the university and employees. The use of collaborating strategy at 
AHU was clear in forms of holding meetings and conference with employees, allowing the 
employees to express their opinions and suggestions, making the employees know about the 
financial capabilities of the university, and emphasizing on the fact that that the university 
and employees are seeking to accomplish common higher level goals that serve the general 
interests of the university. 

4.1.4 Accommodating Strategy 

 

Table 8. Means and standard deviation of participants’ responses to the accommodating 
strategy sub-scale. (N =149) 

N Items  M SD Level 

1 Sometimes the university administrators revoke some of the 
decisions that have been made for the sake of satisfying the 
employees. 

2.85 1.01 Moderate 

5 The university administrators leave the responsibility to 
conflicting parties to resolve their conflicts. 

2.77 1.09 Moderate 

2 The administrators work to meet the employees’ demands to 
prevent conflicts within the university  

2.77 .91 Moderate 

3 The university administrators leave the task of making decisions 
about organizational conflict to the employees.  

2.46 .96 Moderate 

4 The university administration acts for the benefits of the 
employees rather than acting in its own best interests 

2.32 1.06 Low 

Accommodating strategy 2.63 .72 Moderate 

 

Table 8 shows that the overall level of utilization of accommodating strategy at AHU was 
moderate (M = 2.63, SD=0.72). The means of the employees’ responses to the items of the 
level of utilization of accommodating strategy varied between low and moderate. The 
employees responded most positively to item 1 “Sometimes the university administrators 
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revoke some of the decisions that have been made for the sake of satisfying the 
employees.”(M = 2.85, SD=1.01), followed by item 5 “The university administrators leave 
the responsibility to conflicting parties to resolve their conflicts.” (M = 2.77, SD=1.09). The 
employees responded least positively to item 4 “The university administration acts for the 
benefits of the employees rather than acting in its own best interests.”(M = 2.32, SD=1.06). 

The means of the employees’ responses to all the items of the level of utilization of 
accommodating strategy were moderate except for one item. The administrators at AHU 
utilized accommodating strategy at moderate level. The accommodating strategy involves the 
administration working collaboratively with the employees in order to adapt and adjust to 
their needs. In addition, accommodating strategy involves the administration showing greater 
interest in employees’ interests rather than focusing only on its own benefits. 

The administrators at AHU give the employees the chance to express their opinions and 
sometimes they follow the employees’ opinions to resolve conflicts. The administrators at 
AHU utilized at accommodating strategy in order to maintain moderate management rather 
than strict one and to avoid tension between administration and employees that might 
negatively influence the general interests of the university. Some employees’ demands would 
be significant for them and the administration’ failure to satisfy these demands might cause 
intense conflicts with these employees. Therefore, administration worked to satisfy the 
employees’ needs and demands. In addition, the administration had changed some decisions 
to avoid collisions with the employees or to affect the course of university work. 

4.2 Second Research Question “Are there any statistically significant differences at α (0.05) 
in employees’ responses to conflict management strategies scale at AHU due to gender, job 
type, and experience in administrative work?  

In order to answer the second research question regarding the variations in participants’ 

levels of utilization of conflict management strategies at AHU based on their gender, job type, 
and number of years of administrative experience; the means and standard deviations of the 
employees’ responses to the to the four conflict management strategies sub- scales were 
computed based on these variables. (See Tables 9-11.) 
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Table 9. Means and standard deviations for conflict management strategies scale at AHU due 
to gender and job type 

Strategy Gender Management experience year 

Male Female    

Mean SD Mean SD Mean SD Mean SD Mean SD 

Dominating  3.40 .62 3.28 .45 3.14 .69 3.32 .48 3.44 .59 

Avoiding  3.01 .94 2.66 .70 3.12 .94 3.17 .72 2.76 .92 

Collaborating  3.25 .60 3.21 .45 3.07 .73 3.22 .48 3.28 .56 

Accommodating  2.69 .73 2.47 .67 2.65 .72 2.68 .64 2.61 .76 

Overall  3.13 .47 2.95 .30 3.02 .50 3.13 .34 3.06 .46 

 

Table 10. Means and standard deviations for employees’ perceptions of the levels of 
utilization of conflict management strategies at AHU due to job type  

Strategy Administrative Academic/administrative 

Mean SD Mean SD 

Dominating  3.46 .580 3.19 .540 

Avoiding  2.78 .940 3.17 .740 

Collaborating  3.30 .540 3.12 .600 

Accommodating  2.59 .750 2.73 .640 

Overall  3.08 .460 3.08 .380 

 
Tables 9-10 shows that there were differences in the means of employees’ perceptions of the 
levels of utilization of conflict management strategies at AHU based on their gender, job type, 
and number of years of administrative experience, Analysis of variance (ANOVA) was 
conducted to examine whether these differences were statistically significant at (α <0.05) 
(Table 12). 
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Table 11. One-Way ANOVA- employees’ responses to four sub-scales of conflict 
management scale based on their gender, job type, and number of years of administrative 
experience 

 Strategy Sum of 
Squares 

Degree of 
Freedom 

Mean 

Square 

F Sig.

Gender  Dominating  .920 1 .92 2.86 .09

Avoiding  2.66 1 2.66 3.55 .06

Collaborating  .210 1 .21 .660 .42

Accommodating 1.25 1 1.25 2.44 .12

Overall  1.03 1 1.03 5.57 .68

Job type  Dominating  1.45 1 1.45 4.49 .63

Avoiding  .990 1 .99 1.32 .25

Collaborating  .650 1 .650 2.06 .15

Accommodating .390 1 .390 .76 .39

Overall  .030 1 .03 .17 .68

Years of administrative 
experience 

Dominating  .300 2 .15 .46 .63

Avoiding  1.97 2 .99 1.31 .27

Collaborating  .200 2 .100 .31 .73

Accommodating .130 2 .070 .13 .88

Overall  .280 2 .140 .740 .48

Error  Dominating  46.51 144 .320 

 

Avoiding  108.03 144 .750 

Collaborating  45.62 144 .320 

Accommodating 74.06 144 .510 

Overall  26.65 144 .190 

 
Table 11 shows that there were no statistically significant differences at (α <0.05) in the 
means of the employees’ responses to the four sub-scales, that measured the levels of 
utilization of conflict management strategies at AHU, based on their gender, job type, and 
number of years of administrative experience 
 

This result can be explained based on the fact that all the participants were employees at one 
university. They work under the same organizational environment and same working 
conditions. All participants follow one university's regulations and rules. The findings of the 
current study aligned with the findings of Al- Ja'afra’s (2013) study.  
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4.3 Third research question “ What is the level of achievement motivation among the 
employees achievement at AHU? 

 In order to answer the third research question regarding the participants’ levels of 
achievement motivation at AHU, the means and standard deviations of participants’ responses 
to each item of the achievement motivation scale were computed (Table 12). 

 

Table 12. Means and standard deviations of participants’ responses to achievement 
motivation scale. (N =149) 

N Items  M SD Level 

11 I take responsibility for what I do. 4.65 0.64 High 

8 I am constantly trying to develop my performance at work 4.47 0.70 High 

12 I try to accomplish work tasks in perfect way. 4.44 0.68 High 

18 I am proud of my capability to accomplish work tasks. 4.43 0.65 High 

10 I accept to do tasks that need extra efforts to accomplish them. 4.40 0.79 High 

15 I work hard to accomplish work tasks despite the difficulties in the 
work environment.  

4.37 0.65 High 

19 I feel happy when important work tasks are assigned to me. 4.32 0.77 High 

2 I feel that the time pass so fast when I am at work. 4.32 0.90 High 

7 I finish the work tasks on time. 4.32 0.72 High 

17 I finish my work tasks with highest standards. 4.31 0.66 High 

9 I try hard to earn a job promotion. 4.30 0.89 High 

20 I do my best to finish extra work tasks free of charge. 4.28 0.80 High 

16 I become very determined when I have challenging tasks at work. 4.26 0.76 High 

3 My plans to accomplish work tasks are usually successfully 
implemented. 

4.21 0.64 High 

6 I have many ambitions that I am trying to achieve in my work. 4.20 0.96 High 

13 I can overcome the different types of problems that I face at work. 4.20 0.71 High 

14 I change my work style when I do not achieve the required level of 
performance. 

4.15 0.77 High 

4 I compete against my colleagues in accomplishing high quality 
outcomes. 

4.06 0.89 High 

1 I am never bored when I am doing my work tasks. 4.05 0.87 High 

5 I use all the working time to accomplish job-related tasks. 4.01 0.84 High 

 Overall achievement motivation scale. 4.28 0.53 High 

 
Table12 shows that the overall level of achievement motivation of the employees at AHU was 
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high (M = 4.28, SD=0.53). The means of the employees’ responses to all the items of the 
achievement motivation scale were high. The employees responded most positively to item 
11 “I take responsibility for what I do.”(M = 4.65, SD=.64), followed by item 8 “I am 
constantly trying to develop my performance at work.” (M = 4.47, SD=.70). The employees 
responded least positively to item 5“I use all the working time to accomplish job-related 
tasks.”(M = 4.01, SD=.53). 

The high level of achievement motivation of AHU employees can be attributed to their high 
level of intrinsic motivations that encourage them to accomplish work tasks with highest 
standards. In addition, the employees of the university are well prepared and highly qualified 
to carry out their work tasks successfully. Furthermore, the employees' high level of 
achievement motivation can be attributed to their understanding of their job duties, required 
behavior and activities to accomplish their work tasks, and how they should accomplish their 
tasks. 

4.4 Fourth research Question “Are there any statistically significant differences at α (0.05) in 
employees’ responses to achievement motivation scale at AHU due to gender, job type, and 
experience in administrative work ?” 

In order to answer the fourth research question regarding the differences in employees’ 

achievement motivation in relation to gender, job type, and number of years of administrative 
experience, the means and standard deviations of the employees’ responses to the 
achievement motivation scale were computed based on these variables. (Table 13) 

 

Table 13. Means and standard deviations of employees’ level of achievement motivation due 
to gender, job type, and number of years of administrative experience 

Variables Options Mean SD 

Gender  Male 4.33 0.50 

Female 4.16 0.58 

Job type  Administrative 4.24 0.57 

Academic/administrative 4.37 0.42 

Years of 
Management? 
Experience  

From one year to less than 5 years 4.40 0.40 

5-10 years 4.38 0.42 

More than 10 years 4.22 0.58 
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Tables 13 shows that there were differences in the means of employees’ levels of achievement 
motivation in relation to gender, job type, and number of years of administrative experience, 
ANOVA was conducted to examine whether these differences were statistically significant at 
(α <0.05) (Table 15). 

 

Table 14. One-Way ANOVA- employees’ responses to the achievement motivation scale 
based on their gender, job type, and number of years of administrative experience 

Variables  Sum of 

Squares 

Degree of 

Freedom 

Mean 

Square 

F Sig. 

Gender .65 1 .65 2.38 .13 

Job title .04 1 .04 .14 .71 

Years of Management Experience  .42 2 .21 .78 .46 

Error  39.1 144 .27  

Overall  2775.63 149  

 

Table 14 shows that there were no statically significant differences at (α <0.05) in the means 
of the employees’ responses to the achievement motivation scale based on their gender, job 
type, and number of years of administrative experience. The results showed that AHU 
employees had high level of achievement motivation regardless of their gender, job type, and 
number of years of management experience. 

The insignificant difference in employees’ level of achievement motivation due to their 
gender can be attributed to the justice and equality adopted by AHU’s administrators. The 
male and female employees have the same work rights and they are working in the same 
working conditions. Promoting justice and equality in the work environment make the 
employees have high level of motivation to accomplish their work tasks in discrimination 
free environment. The adopted justice and equality adopted by AHU contribute in the 
insignificant difference in employees’ perceptions of their level of achievement motivation 
based on their job type. The employees have similar rights and each of them has clear job 
description, these make each one understand his/her responsibilities and duties and motivated 
to accomplish these duties. 

The insignificant difference in employees’ level of achievement motivation due to their 
number of years of administrative experience can be explained by the fact that the employees 
have high level of achievement motivation. The employees with low number of years of 
administrative experience work hard to show their value and distinction at work, while the 
employees with high number of years of administrative experience have gained enough 
experiences and qualifications to be distinctive in their work. 
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4.5 Fifth Research Question “5- Is there any statistically significant relation at α (0.05) 
between the domains of conflict management strategies scale and achievement motivation 
among employees at AHU? 

 In order to answer the fifth research question Pearson Product Moment correlations were 
used to examine the relationships between the four dimensions of conflict management scale 
(i.e., Dominating, Avoiding, Collaborating, and Accommodating) and the achievement 
motivation scale Table 15.  
 

Table 15. The Correlations between conflict management strategies and the achievement 
motivation 

Strategy  Pearson correlation coefficient value p 

Dominating strategy 0.13 0.11 

Avoiding strategy 0.29 *0.00  

Collaborating strategy 0.03-  0.68 

Accommodating strategy 0.12-  0.88 

Overall conflict management scale 0.18 0.03* 

* Statistical significance at the level of significance (α =0.05). 

 

The correlation tests show that there were significant relationship between the avoiding 
strategy and achievement motivation (r = .29, p < .01). The result indicted that there was 
positive but low relationship between the use of avoiding strategy and achievement 
motivation. However, that there were no significant relationship between the use of three 
conflict management strategies (i.e., Dominating, Collaborating, and Accommodating) and 
achievement motivation.  

The results suggest that the higher level of achievement motivation of the university 
employees is associated with higher level of adoption avoiding strategy to manage the 
organizational conflicts by the university administration. The avoiding strategy involves the 
administration staying away from the causes and sources of conflicts and avoiding conflicts 
with the employees so that the sources of conflict gradually disappear.  

5. Recommendations 

In light of the purpose and results of the study, the researchers recommend the following: 

1. The administration should maintain an average level of conflicts within the university 
to raise the level of achievement motivation of the employees. 

2. The university should form a committee consisted from academics and administrators 
employees in order to identify the meet demands of the employees as well as to 
identify and overcome the problems they face at work. 
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3. The university administration should work to transform the organizational conflict 
into a fruitful competition for the interest of the university and to achieve its goals. 

4. The university should coordinate consultation meeting between the administrators and 
the employees to exchange work-related views. 

5. The university administration should conduct lectures and seminars to raise the 
awareness of the university administrators and the employees about the positive 
affects of conflicts, the inevitability of conflicts, and the available strategies to 
manage organizational conflicts. 

6. The administration should transform the positive outcomes of the conflict into 
employees’ positive energy, in order to make them show capabilities that do not 
appear in normal circumstances. 

7. The administration should conduct regular meetings between administrators and 
employees to generate ideas to solve work-related problems; making conflicts a 
strategy to build creativity, innovation and motivation at the university. 

8. The administration should employ motivation system, which includes financial and 
non-financial rewards, for the employees. Motivation system would have positive 
influence on employees’ performance and achievement. 
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