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Abstract

A project delivery challenge arises in temporary (multi) organizations (TMOs) when the team is multi-cultural in character. One
particular element that can influence team effectiveness in such environment is the way conflicts are handled. Recent research
implies that different styles of conflict management have different impacts on team effectiveness, some being positive and some
negative, and that the impact is often mediated by other factors. Nevertheless the impact of conflict handling style on team
performance in TMO multi-cultural environments in East Asia has not widely been considered. As a result, this study investigates
how conflict management can contribute to effectiveness in such environments, through the mediation of the level of team
coordination, by gathering data from 126 team leaders and supervisors and 378 members nested in different multi-cultural projects
in the Malaysian construction industry. The findings suggest that managing conflict cooperatively help to build the ideal positive
share to team performance in multi-cultural environments in Malaysian construction industry, while a high degree of team
coordination is also existing. The findings also advocate that the avoiding conflict management style may incorporate a positive
result when it comes to team overall performance and that the effect of adopting avoidance conflict handling is also mediated by
the level of team coordination.
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1. Introduction

Studies on conflict management proposed that conflict is a common feature of group activities and inherent to a
wide range of interactions of team members [1,2]. Stress and anxiety to reach an agreement [3], power differences
[4], complexity of the task [5], culture and leadership models employed by team leaders [6] all affect the manner in
which conflict ought to be handled. The literature likewise signifies that the success of coping with conflict has a
strong influence on project performance, mainly in temporary business environments such as the construction
industry, which is centered on projects [7].

On the other hand, conflict is not only found to be harmful to teamwork activities but also to be incredibly helpful
in some team-based work settings [2, 8, 9, 10]. Team members’ understanding of how their goals could be influenced
by self and peers' actions clearly influences the structure of interactions and the success of conflict management [11].
As mentioned earlier conflict by itself is not always unfavorable. For this reason conflict ought not to be specifically
avoided but instead should be thoroughly managed to be able to gain the optimum results [12]. In addition, it has been
marked that the way a group of people deals with conflict significantly affects group performance [1, 2, 8, 10]. As a
result, the adopted method of conflict management in group environments may influence the way teams are
coordinating. However, prior researched in Western contexts propose that in the temporary organization commencing
projects the coordination of a team influences the team efficiency along with the overall project performance [13].
Though these relationships have not been widely tested in other cultural contexts, such as East Asia, the objective of
our study was to investigate the associations between conflict management strategies, team coordination, and
performance of multi-cultural teams that structure temporary organizations to be able to undertake projects. Our
knowledge of the mechanisms whereby team leaders exert influence at the team level, by means of conflict
management and coordination, is still confined [14]. Consequently, by investigating the conflict management
practices, team coordination, and performance of project teams our study has significant theoretical contributions.

2. Conflict-handling Styles

Conflict-handling models have already been determined by means of different techniques that individuals or
leaders may apply when interacting with peers or subordinates in contrary social or business relationships [15].
Effectual styles that result in conflict resolution improve work solidity, encourage emotions of self-efficacy between
team members, reduce the probability of unfavorable conflicts in long term works, and likewise lead to long term
company’s economic development [16, 17].

A considerable number of theoretical models of coping with interpersonal conflict have been recommended i.e.
[16, 18, 19]. These theorists, however, developed based on the revolutionary work of Blake and Mouton [20], who
categorized conflict managing practices into five styles: forcing, withdrawing, smoothing, compromising, and
confrontation. The authors even further arranged these five approaches under two wide dimensions, namely: 1)
concern for people and 2) concern for task. In 1976, Blake and Mouton’s designs for handling conflicts was
reevaluated and refined by Thomas (1976, cited in [20]). Thomas also arranged the approaches of dealing with
conflict into five styles and he also determined two main dimensions: 1) cooperativeness, within which individual’s
concerns are higher for peers; and 2) assertiveness, when self-concerns are more significant. Along with these two
dimensions, five distinct conflict resolution models were presented, which are named as: cooperative, competitive,
accommodating, avoiding and compromising [18]. The aforementioned styles have been depicted in Figure 1 and
can be summarized as follows:

e  Cooperative (high concern for others and high concern for self. So-called integrating and win-win)
Competitive (low concern for others and high concern for self. So-called dominating and win-lose)
Accommodating (high concern for others and low concern for self. So-called obliging and lose-win)
Avoiding (low concern for others and low concern for self. So-called inaction/ignoring and lose-lose)
Compromising (mid-range on both concern for others and concern for self. Partially win-partially win)
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Figure 1- Five conflict-handling styles

3. Conceptual Framework and Hypotheses

The conceptual framework for the research is demonstrated in Figure 2. The research hypotheses centered on three
specific relationships: the link between conflict management approaches and team coordination; the link between team
coordination and team performance; and the link between conflict management approaches and team performance,
mediated by team coordination.

Team Coordination

Conflict

Team

M Performance

Approaches

Rated hv Team Members Rated by Team Leaders Rated by Team Supervisors

Figure 2- Hypothesised Model

4. Research methodology and data analysis

In terms of data collection, three distinctive survey questionnaires were distributed among the respondents. The
measurement of items has been done primarily making use of the Likert Scale of 5 ordinal measures from one (1) to
five (5) based on the degree of importance/agreement. The team member set of questions have been set up in two
sections and evaluated the respondents’ background along with the conflict management style of team leaders. The
team leader questionnaire also made up of two sections and inquired for the respondents’ background and the
characteristics of team coordination. Last but not least, the upper-level administration office questionnaire evaluated
the team performance.

An invitation notice was sent to 800 large sized construction firms in Malaysia. After a six-month length of time,
126 teams had arranged to be investigated by the research officers. Seven research officers delivered the three sets of
questionnaires to the participants and gathered completed ones for data analysis. So as to minimize probably bias,
three members from each team were nominated by random in order to assess the conflict management style of the
team leader. Keeping that in mind, the participants included 378 members of 126 construction project teams in
Malaysia and their equivalent 126 team leaders, along with 126 supervisors from the upper-level in each organization.
The minimum sample size was validated and a reactive Monte Carlo analysis was performed [21]. As a result, the
sample size of 126 exceeded the recommended minimum of 54 that regarded as sufficient for model testing [22].

To analyze the data and assess the hierarchical hypothesized model, Smart PLS path modelling (PLS-PM) was
applied, with a path-weighting design for inside approximation [23]. Hereafter, nonparametric bootstrapping was
applied with 500 replications so as to manage to attain the standard estimate errors [23]. To evaluate the higher order
latent variables, the method of repeated indicators was also placed as outlined by [24] and [25].
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The degree of explained variance in the hierarchical model was mirrored in its components: cooperative (62.6%),
competitive (1.1%), accommodating (-2.5%), avoiding (23.6%), and compromising (4%). Having said that, only the
path coefficient from cooperative conflict management style to team coordination was statistically significant at p
<0.01. Moreover, the avoiding conflict management style showed a p value less than 0.1, which is partially significant
to team coordination. The composite reliability (CR) and average variance extracted (AVE) of all constructs were also
evaluated, which are above 0.7 and 0.5, respectively, and exceed the suggested cut-off values [26].

4.1 Assessment of the structural model
In Table 1, the results show a standardized beta value of 0.24 from the avoiding conflict management style to team
coordination, 0.63 from cooperative style to team coordination, 0.22 from cooperative style to team performance, and

0.35 from team coordination to team performance.

Table 1- Total Effects

Beta t-value P-value Standard

Value Error
Accommodate -> Performance -0.0088 0.2583 0.796 0.0339
Accommodate -> Team Coordination -0.0251 0.2809 0.779 0.0894
Avoid -> Performance 0.302 2.3387 0.019 0.0352
Avoid -> Team Coordination 0.236 3.4346 0.0006 0.0687
Competitive Conflict -> Performance 0.0036 0.1091 0913 0.0334
Competitive Conflict -> Team Coordination 0.0104 0.1201 0.904 0.0869
Compromise -> Performance 0.0138 0.3772 0.706 0.0367
Compromise -> Team Coordination 0.0396 0.4207 0.674 0.0942
Cooperative Conflict -> Performance 0.107 4.1009 Rlaioa 0.053
Cooperative Conflict -> Team Coordination  0.6262 10.8735 il 0.0573
Team Coordination -> Performance 0.3492 4.4469 il 0.0785

Thereby, it can be came to the conclusion that team coordination is positively linked to team performance in
temporary multi-cultural organization and for the alternative the cooperative conflict management style within the
TMOs that undertaking projects is positively related to team coordination. The results also showed that the avoiding
conflict management style favorably related to team coordination, being significant at the 0.1 level. So it can be
interpreted that avoiding conflict management approach within the TMOs is positively related to effective team
coordination. However, the other conflict management styles showed not statistically significant relationships in the
model.

4.2 Mediating Effects
The mediating influence of team coordination on the relationship between the conflict management styles and team
performance were also assessed. Three conditions for mediation analysis were set up as follows:

i Two independent variables (avoiding and cooperative conflict management styles) had a major influence
on the mediator (team coordination)
ii. The mediator (team coordination) had a significant effect on the dependent variable (team performance)
iii. Two independent variables (avoiding and cooperative styles of handling conflict) had a significant impact

on the dependent variable in the absence of the effect of the mediator.
To evaluate the mediating influence, the indirect impact of axb must be significant. The z statistics test [27] were
also need to called, which were significant at p<0.05. If the z values surpass 1.96 (p<0.05), then it can be resulted to
an indirect influence from the conflict management style (in this particular case avoiding and cooperative styles of

handling conflict), by means of team coordination, on team performance. The z values are computed below:
axb
zZ=

— M
b2xs3+a?xsp+sExsh

_ 0.626 X 0.35 —a113
J(0352 x 0.0573) + (0.626% x 0.0785) + (0.05732 x 0.0785)2

Zq
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B 0.236 x 0.35 s
/(0:352 x 0.0687)% + (0.236% x 0.0785)2 + (0.0687% x 0.0785)2

Zp

According to the results, there was a substantial influence from the cooperative conflict management style on team
coordination (0.626, p<0.01), as well as from team coordination on team performance (0.35, p<0.01). The z value is
greater than 1.96 (p<0.05), therefore, the result agrees with the mediating role of team coordination, which is indicated
on an indirect effect on team performance.

There was also a positive relationship and effect from the avoiding conflict management style on team coordination
(0.236, p<0.01) as well as from team coordination on team performance (0.35, p<0.01). The z value also exceeded
1.96 (p<0.05).

To estimate the scale of the indirect effect in the model, the Variance Accounted For (VAF) value was also needed
to be determined, which grades the percentage of the indirect effect to the total effect. The VAF value for the first
model indicates that nearly 67% of the total effect of the cooperative conflict management style on team performance
is defined by an indirect effect by means of team coordination.

VAF, = az:f—c = 0.620;(206.3)(50-;-305.107 = 0671 @

However, the VAF value for the second model signifies on 21.5% of the total effect of the avoiding conflict

management style on team performance by the indirect effect.

axb 0.236 x 0.35
axb+c  0.236x0.35+0.302

VAF, = =0.215

5. Discussion

Leaders’ conflict handling styles were presented as hierarchical constructs in that two dimensions that relevant to
supportive and staying away from conflict styles showed significant positive effect on team coordination. This finding
provides theoretical support for Ayoko [28], Tjosvold [10] and Chen et al. [29], which recognized the above conflict
management styles as strategies which in turn lead to improved team performance. Even though it contradicts the
results of Chen and Tjosvold [30], in terms of the impact of the avoiding conflict management style to team
performance. In that they observed avoiding conflict management style as negatively related to team performance.
To put it differently, the cooperative and avoiding conflict handling styles are related to boosted team performance in
TMOs in the industry. Even though a number of preceding studies identified a significant unfavorable association
between the accommodating conflict management style and team performance [31, 32] our research identified no such
statistically considerable connection. On top of that, the other conflict management styles, competitive and
compromising, had no significant relationship with either team coordination or team performance. In addition, the
study has dived around the exclusive role of the conflict management, team coordination and team performance in a
nomological network; a measure that has not to date been exhibited in prior research. The current study also shows
that the cooperative and avoiding conflict management styles have substantial impact on team coordination
(R?=0.408), by which has an effect on team performance (R?=0.205). In this interdependence, 67% and 21.5% of the
impact of the cooperative and avoiding conflict management styles by project team leaders, respectively, on team
performance is mediated by the team coordination. This finding proposes that the team coordination has a vital
mediating role in the relationship between the conflict management style chosen by team leaders and the results of
team performance. Moreover, cooperative and avoiding conflict handling concepts have a direct influence on team
performance, together with team coordination, and that the two constructs demonstrate 20.5% of the variance in team
performance.

6. Limitations and future research directions

The present study has particular limitations that provides guidance for future research. The study was completed
around TMOs in the construction industry in Malaysia, therefore, further investigation will be required to check
whether the results are Capable of being generalized to other multi-cultural project environments in other East Asia



46 Amin Akhavan Tabassi et al. / Procedia Computer Science 121 (2017) 41-46

countries as well as in other industries. Concurrently, potent variables that might support the predictive power of the
model should be further dived around.
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