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ABSTRACT

The main purpose of this research is to deterntieer¢lationship between the attitude toward chazage conflict
management styles of Tabriz petrochemical manadéws methods of research are descriptive-corretatind the
data was collected using field collection. The istatal population included the whole Tabriz petnemical
managers (N=79). The statistical sample of thiseegsh equaled the statistical population which raktely 75
managers answered the questionnaires completelpgh®u’s questionnaire (1989) was used for evaluathg
attitude toward change and Putnam’s styles of écinfhanagement questionnaire (1991) was used faluating
the conflict management styles. After determinatafn reliability and stability of the above mentiahe
questionnaires, they were distributed in the sangpld collected. Pearson’s correlation coefficierasaused for
data analysis. The results of test hypotheses ghdkat: there is a significant direct relationshietween the
attitude toward change and competing conflict mamagnt styles in Tabriz petrochemical managers (B350
There is a significant inverse relationship betwedtitude toward change and the avoiding confli@magement
styles in Tabriz petrochemical managers (p< 0.0%)ere is no significant relationship between thitude toward
change and the accommodating conflict managemerdlriz petrochemical managers (p> 0.05). There is a
significant direct relationship between the attiéutbward change and the compromising conflict manaant in
Tabriz petrochemical managers (p< 0.05), and thisra significant direct relationship between attitutoward
change and collaborating conflict management inriapetrochemical managers (p< 0.05).

Keywords: Attitude toward change, conflict management, gaitemical manager

INTRODUCTION

In today’'s dynamic society that includes nowadagmnizations, this is not an appropriate questioask whether
the change will happen or not.The change will hapmad it is a fact of life, and the managers @faoizations
must have the ability to develop styles for plagnidirecting and controlling the change [1]. Chaigythe process
of transforming attitudes, structures, policiesieotives or outputs happening in the units of aganization [2-3].

Change happens in three levels of cognitive, dffecnd behavioral, and the easiest kind of changhange in
the cognition (cognitive). Change in the affectlegel could be related to the rate of interestamelto change.
Finally, it is behavioral change which is signifitly harder and more time consuming [1]. Duringfpeming any
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changes, there are some inducer and inhibitor $oloelucer forces such as motivation and compatitibich lead
to starting and continuing the change and inhibftoces such as indifference or hostility lead teakening or
eliminating the change, and organizations encoyrtaslems such as inability or unwillingness of émployees to
learn new techniques because of difficulty or disian and on the other hand ineffectiveness obtdeechniques.
These mentioned cases are respectively the inhiuim inducer forces [1-4].The managers’ attitudesard change
have an impact on the rate of change programsThére is a significant relationship between thedéeghip
features and change in the organization, and soaragers do not have the adequate skills for magiagges.
The change happens successfully when the invob&difs in the change find their benefits in it. iRgyattention to
the employees’ role in the change leads to theieptance of change programs and the employeedidmatity of
whose managers have attitudes toward higher chiariggher than the employee’s functionality of wa@sanagers
have attitudes toward lower change[6-7]. The redeaesults showed that employees of organizatidmsvs
resistance toward change because they do not knowt ¢he change programs and they have not paataipin the
setting of change programs [8]. On one hand, @si&t toward change leads to the stability of tlgamization
[9].0n the other hand, this stability leads to iiligbof the organization to adapt themselves wikie outside
changes [10].Ignoring the resistance toward chalegets to making conflicts. Conflict is an insedeapart of life
and is considered as requirements of social lifePatnam (1991) defines conflict in this way: Peowho have
interactions and have disagreements in main gealsgoals and values and they consider others absiacle to
achieving their objectives [11]. There are 5 stigesnanaging conflicts: Competing style (payingeation to your
own demands and not the others’), avoiding styl® @raying attention to your own demands and thersth
accommodating style (not paying attention to yownademands but the others’), compromising styleyi(Ea
attention to some part of your own demands andrsdheand collaborating style (paying attentionytmur own
demands and others’) [12]. Successful people whe higgh performance use more the collaboratinge digised on
trust on conflict management. Using the collaborgatstyle is a sign of constructive use from theflocin while
using the competing style (based on force), anddawy style in conflict management will leave a atige effect,
and they are signs of destructive use from conficcommodating and compromising styles have miféelcts.
Research results showed that there is a positivk sagnificant relationship between the collaborgtiand
compromising styles with the performance, effecte®s, and the organizational health. Also, thearebes of
Canary &Spitzberg (1989) showed that there is atieg significant relationship between a persommpetency
and the avoiding style, and Waren’s research (2@Mwwed that there is a positive significant betwdiee
collaborating style and change-oriented leaderskip. main reason of managers’ fear of conflictasduse of their
unawareness about the nature of conflict. Conflilmuld not be considered as a destructive mattartiBough
proper human relations it should be used for adwnartie organization objectives [13-14]. The proged effective
use of conflict requires complete cognition abdsitnature and gaining skills in directing and coltitng it, which
nowadays is considered as one of the best skilleanagement [9]. Since the organizations are rumagagers,
and this a difficult and complex task, hence sotbly technical skills are not enough, and managieosild have
perceptual skills (the ability to understand thenptexities of the whole organization), and also hanskills in
order to gain the employees’ cooperation. So ngingaattention to the employees in making a chaage, poor
management of change, have a negative effect onotbanizations. In the present world, petroleum and
petrochemicals products have a very special placghe life of human societies. The extent demand fo
petrochemical products leads to the increase ofuatnand expansion of these organizations. Intevastbetween
the organizations and competitiveness in domestidr@ternational fields lead to weakening the posibf some of
the petrochemical companies. Lack of modern tedgwllack of qualified personnel, and poor managenaad
some other factors can play an important role ia ttescending trend. So, all of these issues aoblgms need
reflection, review, and making constructive chanigethese organizations. Managers of these orgaaimashould
change the type of planning and investment in warisectors. Obviously some people for various measio not
cooperate with these changes and perhaps theyposed to these changes, and this leads to théotdrdtween
the organization employees. Improper conflict mamagnt is one of the factors that results in théurfai of
organizational changes. So, the issue before ¢sisarch is that what is the relationship betwettu@é toward the
change with the strategies of conflict manageménbmpany managers and Tabriz Petrochemical orgtoirs?

MATERIALS AND METHODS

This research is a descriptive-correlative researehducted using field collection. The statistigapulation of this
research is the managers and supervisors of the ohiTabriz petrochemical company in year 1391 {8=The

statistical sample of this research equaled thiésstal population, and ultimately 75 people pegated in this
research (n=75). The tool for collecting data iis tlesearch was questionnaire of evaluating attitodvard change
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(Dunham, 1989) which has three dimensions of cagnitffective and behavioral, and the scale id)Okert. The
conflict management questionnaire (Putnam, 1991 fiee styles of competing, avoiding, accommodating
compromising, and collaborating, and the scale0id)(Likert. Reliability of the mentioned questi@ires was
approved by five management experts. Internal ltalof the questionnaires were obtained using@menbach’s
Alpha for the questionnaire of attitude toward ammand conflict management and the amount was cteply
0.84 and 0.78, and stability over time of the gioestaires were measured 0.81, using the reexaramédr attitude
toward change questionnaire and conflict managemeestionnaire was measured 0.76. After approvirgg t
reliability and stability, with presence of the easch tools, the mentioned questionnaires wersldiséd among the
research samples and they were collected.

RESULTS

The single group t-test was used for comparingettperimental and theoretical mean of the attiteseatd change.
The scores were between 0-4. So, the theoreticahramount is 2, which is considered as the avemagmint of
the variable. If the variable mean was more thait @puld show that the level of attitude towardaohe is high.
Results show that cognitive domain of change, &ffecdomain of change, behavioral domain of charagel
attitude toward change among the managers of theiZl' petrochemical is significantly higher than theerage
(mean more than 2 and p<0.05).

Table 1: The t-test for comparing the experimentalnd theoretical mean Attitude toward change

Statistic Std. .
Variable N | Mean Deviation t df S'9
Cognitive dimension | 75| 2.98 0.54 15.74 74 0.000
Affective dimension 75| 2.70 0.48 1254 74 0.000
Behavioral dimension | 75 | 2.94 0.39 20.89 74 0.000
Attitude toward change 75 | 2.88 0.30 25.11 74 0.000

The single group t-test was used for comparingettperimental and theoretical mean of the confliehagement
styles. Scores were between 0-4. So, the theoketiean amount is 2,which is considered as the geesimount of
the variable. If the variable mean was more thait @puld show that the level of attitude towardaohe is high,
and if it was less than 2, it would show that titwede toward change is low. Results show thatdbepeting
conflict management style among the managers aofiZ pbtrochemical is in average level (p>0.05). iuog style
and accommodating style among the managers of A gatrochemical is significantly lower than the @age
(mean less than 2 and P<0.05). Compromising sty @llaborating style among the managers of Tabriz
petrochemical is significantly higher than the aggr (mean more than 2 and P<0.05).

Table 2: The t-test for comparing the experimentahnd theoretical mean of the conflict management slgs

Statistic Std. .
Variable N | Mean Deviation ! df s'9
Competing 75| 1.94 0.48 -1.01] 74 0.318
Avoiding 75| 1.67 0.64 -4.35 74 0.000
Accommodating| 75| 1.69 0.71 -3.65 74 0.000
Compromisin 75| 2.4z 0.51 7.1z | 74 | 0.00C
Collaborating 75| 273 0.63 10.02 74 0.0p0

According to the reached significance levels, wecbade that all of the variables of the attitudeaod change and
conflict management have normal distribution (p5).0hus, Pearson’s correlation coefficient wasluse

Table 3: Results of Kolmogorov—Smirnov test for cheking the normal distribution of scores

Statistic g_:ognm_ve Aﬁectl\_/e thawqral Competing | Avoiding | Accommodating | Compromising| Colldorating
imension dimension dimension
N 75 75 75 75 75 75 75 75
Z-KS 0.79 0.77 0.94 0.83 0.98 0.88 0.76 1.01
sig 0.54 0.58 0.33 0.48 0.28 041 0.60 0.25

646
Pelagia Research Library



Rafati Aghdam Shivaet al

Euro. J. Exp. Bio., 2013, 3(5):644-648

Table 4: Pearson'’s correlation coefficient betweeattitude toward change and conflict management stgls

Attitude toward change Conflict management styles

Competing | Avoiding | Accommodating | Compromising | Colldorating
Cognitive dimension 0.035 0.015 -0.121* 0.096 -0.025
Emotional dimension 0.082 0.113 -0.210* 0.019 -0.033
Behavioral dimensic 0.031 0.117 -0.248* 0.057 -0.092
Attitude towards change] 0.28 0.069 -0.251* -0.009 -0.119

DISCUSSION AND CONCLUSION

According to the fact that no research was conduab®ut the relationship between the attitude tdveamnge and
conflict management styles, so inevitably the regesr should compare the results of the currerdamed with
researches conducted separately about each resaaiaibles.

Attitude toward change in the management world sysiematic attitude based on the process. Theegsostarts
somewhere and ends somewhere. In a general attttadald be said that the process of change ctmefdevels
which their infrastructures are software and haréwafrastructures, but in fact the main infrastuie of every
change in organizations are humans. Research sefultinite(2009) showed that the attitude tendshange and
attitude resistant to change form two endpointa oéntinuum in attitude toward change [16].

The research results showed that the attitude tbelaange variable and its components (cognitiiectite, and
behavioral) among managers of Tarbriz petrochenviemk significantly higher than the average. Theselts do
not match with the research results of Bazarga®XR0Ovhich reported the low level of attitude towardange
among the training managers. The significant changeganizations happens when the change factdfi€iéls
and managers) find their benefits in it [17]. Tleseaarch results showed that organizations whicle fiaks to
values such as teamwork, cooperation, commitmertt,hregh level of competence will embrace the chawngk
enthusiasm, but on the contrary, the organizattbat have elite organizational culture, merito@atirleadership
valued structures, have a negative attitude towhehge. Nowadays it could be said that the negeskithange
acceptance from the organizations is considereoh @appropriate tool for efficient managers, antheacompetitive
and changing conditions of todays, the organizatgirould show rapid right reactions toward the ghepmarkets
and these reactions are exactly that changes vghighld take place [9]. According to the importasierof change
in competitive environment of nowadays, there igia@ need to strengthen the attitude toward changeng the
managers of Tabriz petrochemical [9].

In the case of conflict management styles varianteng Tabriz petrochemical, the results were astioresd:
competing style in average level, avoiding and awoodating style significantly lower than the averdgvel,
compromising and collaborating style significartiigher than the average level. Successful peopte velve high
performance use more the collaborating style basedust on conflict management.Using the collatiogestyle is
a sign of constructive use from the conflict, whilsing the competing style (based on force), amddavg style in
conflict management will leave a negative effechd athey are signs of destructive use from conflict.
Accommodating and compromising styles have mixéeced. Although competing style is a sign of dedine and
non-effective use from the conflict, this styleiscessary for making rapid changes for survivaleffettiveness of
the organization, and also it can be appropriatnat) the people who benefit from the non-compeliagaviors
and conditions [18-19]. It seems that the resuftausing collaborating and compromising (becausethafir
constructiveness) cover the negative effects ofpmiing style. Yet, in this style only the benefifsone involved
party (manager) is met, and the other party (sab@ltwill lose his/her benefits. So, there is acheedecrease the
competing style.

The need for change and detection and the managerhpeople whom this change will be affective srone of
the most important levels of change [1]. On theeotiand there will be resistance against the cleawgéch could
lead to contradiction or conflict in the organizeti[9]. Therefore, the managers are forced to nchlemges in the
organization and they must manage this change etiee organization and their conflicts. The resolt this
research showed that there is a positive significelationship between the attitude toward chanige @ompeting,
compromising, and collaborating styles of managérBabriz petrochemical. Regarding the fact thatnde is one
of the managers’ objectives, and in competing, emlthborating styles the manager’'s objectives amapletely
obtained and in compromising style the managerjsatives are relatively obtained, this relationsbé@ems logical.
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However in collaborating and compromising stylee #mployees’ objectives are concerned too but mpading
style the employees’ objectives are ignored. Mayhe of the reasons for using the competing styte lsreak the
employee’s resistance toward starting the chandgo,Ahe results showed that there is no negatiyeificant
relationship between the attitude toward changd wie avoiding style and no significant relatiopskiith the
accommodating style. In avoiding and accommodadtylps the manager ignores his/her objectives. iRagathe
necessity of change and the results that showedetled of attitude toward change of the Tabriz peltiemical
managers is medium to high; this inverse relatignkioks inevitable.

Ricker's (1999) findings showed that a successfghnizational change needs long-term planning. idldrand
comprehensive external communications with the reatestakeholders is an important component of ghan
Sadeghi (2002) believes that if the manager consithe important role of staff in change, probahby will accept
the change programs too. Also, the change progrdhbev successful if the manager sees the orgdoizats a
whole and makes the staff to participate in thenged6]. Taheri (2002) had a research with the 6l surveying
the resistance toward the change in the staff ofistriy of industries, and reported such kind ofatinces in the
managers’ and staff's views [8]. Results of seveeakarches show that all of the organizationsratdbhe world
need to adapt with changes and they have expeddont®f changes during the past decades. Mandgers an
important role in the staffs’ tend toward changed ananagers’ behaviors have a high impact on ta#, sind
effective changes only take place with the closepeoation of managers and staff. Due to the imporaof a
successful change, managers should have necessliisyasd staff should support their managers inoélthe
process steps too [20].

Acknowledgment
The author would like to express his appreciatmthe subjects for their participation in this stud

REFERENCES

[1]P. Hersey, K. Blanchard, Managemenganizationbehavioi\Y: Prentice- Hall 1993

[2]F. Hanifi, Tadbir. J2006 104.

[3]M. Eslami,Euro. J. Exp. Biq.2013 3(1):526-530

[4]K. Rhonda, L. Reger, T. Gustafsokcademy of Management Revjé®94 19, no. 3, pp.565-584.
[5]J.A. Nicklin, unpublished M. A. thesis, Royal &ds University,(Canada999).

[6]A. Sadeghi, MSc Thesis, Ferdowsi University (bad, Iran2002).

[7]M.Namdar, MSc Thesis, Islamic Azad Universitytifan Science and Research(Tehran, 2805.
[8]Gh. Taheri, MSc Thesis, Islamic Azad Universiighran Science and Research(Tehran, 28632).
[9]S.P. RobinsEssentials of organization behavigs"ed.). NJ: Prentice- Hall,996.

[1LO]M. Alvani, General management. Tehran, Ney-|2805.

[11]SM. Moghimi, Management and organizational eesk approach. Tehran, cashm&@)0.

[12]K. Thomas, W. SchmidAcademy of Management Journk®76 18-315.

[13]K. Warren, phD Thesis, Regent University, (U2A04).

[14]A. Izadi, Conflict management, Tehran: Imam s&ia University Pres2002

[15]R.B. Dunham, J.A.Grube, The development of titude toward change instrume®§89

[16]l. Cinite, British Journal of Manageme009 2: 265-277.

[17]Z. Bazargan, Educational Leadership Managingr@e and Innovation, Tehran University Pregg1.
[18]M.A. Rahim,Managing conflict in organization@"%d.). NY: Praegen992.

[19]D. Hellriegel, J.R. Slocum, R.W. Woodmadrganizational behavio(7"ed.). NY: West Publishing,998.
[20]M. T. Hannan, J. FreemaAmerican Journal of Sociolog$977, 83, 4, pp: 929- 964.

648
Pelagia Research Library



