
1. INTRODUCTION

Confl ict is a sort of social status 
in which two or more people either 
face with disagreement concerning 
fundamental issues or show emotional 
hostility towards each other [1]. 
Confl ict is an interactive process 
characterized by disagreement and 
incompatibility and occurring among 
social creatures, and an interpersonal 
dynamic process which is shaped 
in accordance with the internal and 
external conditions of the parties, 

affecting individual and group 
achievement positively or negatively 
[2]. Confl ict refers to the fabric of 
our daily life. Historically speaking, 
men have always been aware of this 
phenomenon but, unfortunately, due 
to lack of proper management, it 
can change into hostility. Therefore, 
today, the human resource 
within organizations possesses 
an unpleasant background about 
confl ict and considers it a negative 
phenomenon. This problem occurs 
when two or more people confront 
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with disagreement because they have 
different needs, aims, and values. 
So, it requires having thorough 
knowledge of confl ict management to 
manipulate it. Some believe knowing 
how to manage confl ict is as important 
as the ability to read, write and speak 
[3]. Nowadays, many managers are 
somehow crippled when facing this 
fact and prefer to escape from it. Not 
having suffi cient information could 
be the reason of this fear. Presence 
of different persons having a variety 
of personal features, requirements, 
and perceptions would contribute 
to confl icts in organizations like 
universities [4]. Since university is 
the kind of social system in which 
individual and group activities play a 
fundamental role, it seems it ought to 
have tension and confl ict more than any 
other social system. In a complicated 
organization, like a university, which 
has varying interests and benefi ts, 
mental confl ict would be inevitable. 
Confl ict in university can be the 
result of factors like limited sources, 
people with different interests, and 
the large structure of the university 
[5]. Recently, to optimally tackle 
problems resulted from confl ict, and 
also help managers and staff, methods 
concerning solving confl icts have 
sparkled in organizational studies 
and discussions. Thus, being aware of 
sources and reasons of confl ict, and of 
how to manage confl ict in universities 
would be of signifi cant importance 
to managers and staff. Confl ict is a 
problem attracting much attention 
on behalf of managers and staff so 
becoming familiar with reasons and 
sources of confl icts in universities and 
their future courses would culminate 

in the development of organizational 
sciences and also in a dynamic 
scholarly society. Organizational 
confl ict can appear due to various 
reasons infl uencing the amount 
of satisfaction among managers 
and staff. Undoubtedly, managers 
should assist the organization in 
materializing its purposes. This 
requires an appropriate management 
and staff’s satisfaction [6].

Several studies show that attitudes, 
beliefs, perception, and expectations 
of managers within the area of 
education, and their relations with 
staff, could either blunt or facilitate 
executing tasks by employees. It 
is noteworthy to state that staff and 
professors with inactive thoughts 
are unable to help or encourage 
learners in the course of learning. So, 
the more relaxing and soothing the 
environment for educational forces in 
universities and educational centers 
is, the greater the tendency towards 
training, followed by increased 
effi ciency in universities including 
educational progress of learners. 
Many of the dissatisfactions, such 
as poor functioning, non-effective 
activities, degradation in the level 
of operations, and confl icts between 
managers and staff, all come from 
the defi cient understanding of factors 
causing confl ict. Given the importance 
of understanding the sources and 
causes of confl ict in an organization, 
the aim of this study was to analyze 
the sources of organizational confl ict 
within the Islamic Azad University, 
Sanandaj, among administrators and 
staff. Moreover, this was followed by 
the examination of the dimensions 
underlying the concept of “confl ict”.





while indirect effects provide little 
incremental explanation with regard 
to satisfaction outcomes”. 

Kuo-Hsiung (2010) [15] in the 
study “Confl ict-coordination learning 
in marketing channel relationships: 
The distributor view” highlights 
that positive confl ict attitudes 
are positively related to confl ict 
coordination learning (CCL), and 
that avoidance of confl ict behaviors 
is negatively related to CCL. 
Furthermore, the results indicate 
that joint marketing strategy quality 
mediates the relationship between 
CCL and joint profi t performance. 
Specifi cally, under high positive 
confl ict attitudes, CCL strongly 
appears related to joint marketing 
strategy quality. 

Ike C. Ehie (2010) [16] in “The 
impact of confl ict on manufacturing 
decisions and company performance” 
underlines that “(…) confl ict can 
facilitate or hamper company 
performance in an operational 
decision-making setting. Our results 
indicate that when confl ict arises in 
a manufacturing decision, cognitive 
confl ict would lead to a higher level 
of company performance particularly 
when the decision scenario is based 
on a market responsive situation 
(innovative products). Consistent 
with previous studies, affective 
confl ict tends to have adverse effects 
on performance regardless of the 
decision scenario”. 

Jia-Chi Huang (2010) [17] in 
the study entitled “Unbundling task 
confl ict and relationship confl ict: 
The moderating role of team goal 
orientation and confl ict management” 
points out results showing that 

“team goal orientation and a confl ict 
management approach moderated 
the relationship between task confl ict 
and relationship confl ict. The positive 
relationship between task confl ict 
and relationship confl ict was weaker 
under conditions of higher team 
learning orientation and lower team 
performance orientation. The positive 
association between task confl ict 
and relationship confl ict was also 
weaker among teams that engaged 
in cooperative confl ict management 
and did not engage in the avoiding 
confl ict management approach”. 

Robert Goldblatt’s study (2011) 
[18] “Unlocking confl ict through 
creative expression” the quantitative 
results had high inter-rater reliability 
and gave clear support for Cooper’s 
Confl ict Ladder as an instrument 
to further measure confl ict for art 
therapists. The qualitative fi ndings 
were consistent with the quantitative 
fi ndings, clearly supporting the 
practical application of the instrument 
and furthering exploration and 
investigation of art therapy as a tool 
for assessment of confl ict and avenue 
for therapeutic reduction of confl ict. 

Charlotte M. Karam’s scientifi c 
investigation (2011) [19], “Good 
organizational soldiers: confl ict-
related stress predicts citizenship 
behavior” aims her study at examining 
employee behavior in times of 
confl ict, namely the relationship 
between employee confl ict-
related stress and engagement in 
organizational citizenship behavior 
and the role of cohesiveness as a 
potential cross-level moderator of 
this relationship. As opposed to 
previous research in the fi eld, the 



results indicated that employees 
engage more in organizational 
confl ict behavior (OCB) when they 
experience greater amounts of stress 
and that this is more likely to occur 
in cohesive groups rather than in 
non-cohesive groups. In terms of the 
social implications, the conclusions 
pinpoint that “extraordinary times 
call for extraordinary efforts and 
that employees often meet this 
challenge through their engagement 
in behaviors that will contribute 
positively to the social-psychological 
environment of the workplace”.

Sonja Rispens’s study (2012) 
[19] “The Infl uence of Confl ict Issue 
Importance on the Co-occurrence 
of Task and Relationship Confl ict 
in Teams” confi rms “the buffering 
effect of confl ict issue importance. 
When teams fi ght about important 
task issues, no association between 
task confl ict and relationship confl ict 
was found. This effect could be 
partially attributed to the decrease in 
negative emotions present in teams 
during important task confl icts”.

Richard A. Posthuma (2012) [21] 
in the study “Confl ict management 
and emotions” indicates that a 
broad range of positive and negative 
emotions, such as anger, enthusiasm, 
excitement, guilt, and remorse, are 
signifi cantly related in complex and 
varied ways to various aspects of 
confl ict management. The studies 
highlight not only the importance of 
understanding specifi c emotions in 
confl ict situations, but also the need 
to understand how and when the 
regulation of emotions can facilitate 
effective confl ict management. 

Carlos Montes (2012) [22] 
in “Affective choice of confl ict 
management styles” reveals that 
affective groups statistically differ 
in their self-reported confl ict 
management styles. Positive moods 
and feelings have been found to be 
related to the preference for more 
cooperative strategies.

Moritz Römer’s study (2012) 
[23] entitled “A Helping Hand ? 
The Moderating Role of Leaders’ 
Confl ict Management Behavior on 
the Confl ict–Stress Relationship 
of Employees” confi rmed their 
expectations “that the perception that 
leaders engaged in third-party forcing 
behavior and avoiding behavior 
amplifi ed the effects of confl ict on 
confl ict-related stress. Furthermore, 
they found that leaders’ third-party 
problem-solving behavior had a 
buffering effect on the association 
between relationship confl ict and 
confl ict-related stress”.

Paul Teague et al.(2012) [24] in 
“Line managers and the management 
of workplace confl ict: evidence from 
Ireland” showed that confi dent, 
independent and well-supported 
line and supervisory involvement 
in confl ict management is a direct 
function mainly of the adoption of 
commitment-oriented HRM and 
indirectly of the infl uences that 
prompt fi rms to invest in this model. 
Organizations without commitment-
oriented HRM policies are likely to 
possess inadequate support structures 
to assist line managers in carrying out 
confl ict-management activities. 

O. P. Akinnubi et al. (2012) [25] in 
“Principal’s Personal Characteristics 
and Confl ict Management in 



Kwara State Secondary Schools, 
Nigeria” indicated that a signifi cant 
relationship existed between 
principal’s personal characteristics 
and confl ict management in the Kwara 
State secondary schools. Hence, it 
was recommended, among others, 
that the principal should understand 
the cause of confl ict in the school 
system and use appropriate strategies 
to ameliorate the situation based on 
personal characteristics.  Saeed 
Moghaddas Pour et al. (2012) [26], in 
“An empirical study to measure the 
relationship between management 
style and confl ict management” 
confi rmed that there is only a 
meaningful relationship between 
relationship-oriented leadership with 
solution-based confl ict management. 
In other words, the survey indicates 
that when there is a confl ict, 
management can handle the problem 
using their relationship and fi nd 
appropriate solutions to resolve any 
possible confl ict.

L.M. Wamocha (2012) [27] in 
“Intervention Measures in Confl ict 
Management in Boarding Secondary 
Schools in Western Province, Kenya” 
showed that  the concept of “confl ict 
management” refers to an act and 
also a process of resolving disputes 
between two or more parties with the 
view of coming to a resolution. The 
signifi cance of the study fi ndings 
were: to provide greater insight to 
the administrators of secondary 
schools on the intervention measures 
in confl ict management in boarding 
secondary schools. Furthermore, 
the fi ndings of the study may help 
education policy makers, managers of 
schools, head teachers and teachers in 
providing guidelines on proper use of 

punishment in confl ict management.
The conclusion derived from the 

review provided above is that none of 
the research studies cited is related to 
the issue of “sources of organizational 
confl ict”. However, all studies 
mention the existence of differences 
and suggest means to solve these. 
 
4. RESERCH STUDY DETAILS

Based on the theoretical input, this 
study aims at making the following 
point concerning the topic of “sources 
of organizational confl ict”: to execute 
a project in an appropriate manner is 
to gather the topical information from 
the right place (hence what we called 
in our research model “variables 
of job status”). Therefore, a model 
of research detailing two types of 
variables derived from the concepts 
of “organizational confl ict sources” is 
proposed, as presented in Figure 1.

Figure 1. The proposed research model

4.1. Research hypotheses
The research hypothesis 

underlying our study were formulated 
as follows:

Between members of the 1. 
university, in the incompatible 
goals, there are signifi cant 
differences.



Between members of the university, 2. 
in the different values   and beliefs, 
there are signifi cant differences.
Between members of the university, 3. 
in the ambiguity and role conflict, there 
are significant differences.
Between members of the 4. 
university, in the Problems 
of communications, there are 
signifi cant differences.
Between members of the 5. 
university, in the Ambiguous rules, 
there are signifi cant differences.
Between members of the 6. 
university, in the Inconsistent 
evaluation and reward system, there 
are     signifi cant differences.
Between members of the 7. 
University, in the Authority confl ict, 
there are signifi cant differences.
Between members of the 8. 
University, on the job stress, there 
are signifi cant differences.
Between members of the 9. 
university, in the Task confl ict, 
there are signifi cant differences.
Between members of the 10. 
University, in the Defi ciency in 
information system, there are 
signifi cant differences.

4.2. Materials and methods
This research used a descriptive-

exploratory method. The study 
population consisted of 521 staff of 
Islamic Azad university of Sanandaj 
branch in 2012. According to 
Morgan table, 218 persons formed 
the sample. 218 questionnaires were 
distributed and all were returned. 
The variables were the sources of 
confl ict including incompatible 
goals, different values   and beliefs, 
ambiguity and role confl ict, problems 

of communication, ambiguous rules, 
authority confl ict, inconsistent 
evaluation and reward system, job 
stresses, task confl ict, and defi ciency 
in information system of university. 
The variables of job status included 
board of directors, chancellor and 
deputy of faculties, faculty managers, 
administrative director, and director 
of education, faculty and staff. To 
collect data, the authors of this article 
compiled a questionnaire based on 
other researchers’ questionnaires 
and variable defi nition: Mcshane’s 
confl ict sources [28], Everly’s [29] 
and Hellriegel’s [30] stress, role 
ambiguity and contrast, Dubrin’s 
[31] job confl ict. Because the main 
questionnaire was a combination 
of the other ones, 15 professors 
majoring in management were asked 
to comment. After implementing the 
necessary changes, fi nal edition of 
questionnaire was prepared. Then, 
in a preliminary study by a test-
retest method, the questionnaire was 
distributed among the staff of the 
Islamic Azad University of Sanandaj 
branch. The resulted correlation 
coeffi cient was %88. Cronbach alpha 
determined the inter-reliability of 
questions (0.87). Statistical methods 
of this research involved one-way 
variance analysis, and Tukey post 
hoc test. The SPSS software tools 
were applied to analyze the data. 

4.3. Results
In analyzing sources of 

organizational confl ict, in order to make 
it clear in which aspect confl ict exists 
between managers and staff, one-way 
variance analysis was utilized. Table 1 
contains the results of this analysis.



Table 1. One-way variance analysis to 
recognize sources of confl ict in university

Table 2. Tukey HSD, to analyze the 
sources of organizational confl ict

 

Results of the Tukey post hoc test 
imply that regarding incompatible 
goals, the board of directors of 
this university had a meaningful 
difference with both staff and 
faculty members. The amount of 
this difference was 0.007 and 0.028 
respectively. The Chancellor and 
deputy of faculties had a meaningful 
difference with the level of 0.039. 
About ambiguity and role confl ict, 
the difference level of 0.023 was 
found between the board of directors 

and staff, and the level of 0.045 
between the chancellor and deputy 
of faculties and staff. Concerning the 
dimension of ambiguous rules, the 
board of directors had the meaningful 
difference of 0.009, 0.003, and, 
0.006 with faculty managers, faculty 
members, and staff, respectively. For 
inconsistent evaluation and reward 
system, the differences of the board 
of directors with faculty members 
and staff were 0.004 and 0.043, and 
the chancellor and deputy of faculty 
with staff was 0.037. For Job stress, 
the board of directors had differences of 
0.036 and 0.031 with faculty members 
and staff respectively. The level of 
differences of board of directors with 
faculty manager and faculty members, 
regarding defi ciency in information 
system of university, was 0.034 and 
0.022, respectively.

4.4. Discussion
There was a meaningful 

difference between members of 
Sanandaj University concerning 
incompatible goals. It seems much 
of disagreement between managers 
and staff over university goals yields 
from either insuffi cient knowledge of 
both camps from given goals or lack 
of transparency of university goals. 

Concerning the subject of 
different values and beliefs, no 
meaningful difference appeared 
among university members. Based 
on the results obtained, the Sanandaj 
University decreased differences in 
beliefs and values by periodically 
changing members’ organizational 
positions. Moreover, the members of 
Sanandaj University had a meaningful 
difference about ambiguity and role 



confl ict. Implemented studies clarifi ed that 
managers did not specify responsibilities 
and job expectations of staff.

Related to the problem of 
communication, no meaningful 
difference appeared among 
university members. According 
to the study done, it appears that 
Sanandaj’s Azad University could 
use non-offi cial communications, 
like participating in meetings, 
stadiums, etc, among its members. 
Furthermore, we distinguished 
university staffs pay high attention 
to facial communications, that is, 
one of the most effective methods 
of communication. These measure 
eliminated differences of university 
members in communications. 

Discussing about ambiguous 
rules, we found a meaningful 
difference among members of the 
university. In this regard, performed 
studies manifested sheer differences in 
university’s rules. Also, policy-makers 
did not make clear rules and approaches, 
resulting in defi ciency in swift and 
instantaneous decisions and thorough 
knowledge of entire rules. Neither staffs 
nor managers allocate enough time to 
understand rules properly. Authority 
confl ict faced no proof of presence 
among members of university.

With attention to the results of 
researchers done in this respect, it 
seems Sanandaj University was able 
to harmonize tasks of staff with the 
domain of their authority. Every 
person performs its tasks hinged on 
the domain of authority. 

There is a meaningful difference 
between university staffs regarding 
inconsistent evaluation and reward 
systems. Due to the system shortage 
in terms of coherence and equality-

oriented and also based on scientifi c 
studies, especially concerning the 
psychological dimensions of giving 
rewards to employees, managers 
cannot materialize the real infl uence 
of rewards or punishments. On the 
other hand, staffs know that by 
accepting decisions of managers that 
are in contrast with their beliefs, they 
can get rewards. If staffs disagree 
with managers, and they are proven 
right to do so, they will be punished. 
This problem in the reward and 
punishment system causes a heavy 
atmosphere orienting employees 
towards not expressing their opinions 
but just accepting what managers say. 
Therefore, as a whole, organizations 
will face degradation in productivity 
if there is merely blind acceptance.

Job stress, as another source of 
organizational confl ict, encountered 
a meaningful difference among the 
members of the Sanandaj’s university. 
It seems the lack of concern for the 
mental and physical limits of the staffs 
and the positions job descriptions of 
faculty and employees, cumulated 
with the exceeding expectations of 
managers led to harsh stress of staffs. 
This stress somehow evolves and the 
overall feeling is that whatever staffs do 
seems lame to the board of directors.

Furthermore, job security is 
a matter of drastic fear and stress 
among the members of the university 
for, anytime, they may face fi ring. 
Managers, in turn, use this working 
atmosphere as a yoke to manipulate 
employees.

The members of the Islamic 
Azad university of Sanandaj branch 
had no meaningful difference 
regarding task confl icts. It means 
university specifi ed borders of tasks 



in a way that no abnormal and clear 
confl ict appeared. Defi ciency in the 
information system of university 
faced no meaningful difference 
among members of university.  A 
coherent and applied system based 
on computer and information 
technology would be vital so that 
members are capable of giving their 
opinions, suggestions, and critics to 
superior offi cials. This process could 
promote productivity and speed in 
long term. Such an advanced system 
needs allocating budget to purchase 
required hardware and software, 
and also, hiring updated experts. 
Unfortunately, managers did not 
consider this as a serious subject.

5. CONCLUSIONS

The results of this research 
indicate that there are concerning 
sources of organizational confl ict 
among managers and staffs in the 
Sanandaj’s Islamic Azad University, 
like incompatible goals, ambiguity 
and role confl ict, ambiguous rules, 
inconsistent evaluation and reward 
system, job stresses, and defi ciency in 
information system of university, led 
to confl ict in members of university. 

Concerning the incompatible 
goals, it is recommended that managers 
decrease confl ict at varied levels 
by concentrating over main goals. 
More commitment to comprehensive 
goals by faculty members and staffs 
will culminate to diminished focus 
on personal purposes and reduction 
of inter-personal confl icts. To solve 
ambiguity of roles, managers can 
help members via specifying their 
exact duties and expectations. 

Talking about ambiguous 
rules, there should be complete 
specifi cation of rules and procedures 
by policy makers of the university. 
Analyzing university rules, the 
authors recognized obvious 
differences in them, including: level 
of employment, payment and working 
hours, decisions about managing 
human resources, and so on. Hereby, 
it must be noticed that rule-makers 
should pay more attention to the 
process of codifying laws.

Regarding the inconsistent 
evaluation and reward system, 
rational criteria are required for 
paying wages; that is, every person 
is rewarded in accordance with his 
or her outputs. The university can 
implement a system of presenting 
material and non-material rewards, 
and assessing the outcome of this 
system prevents favors in rewarding.

To solve the job stress problem, 
a re-planning of task allocation is 
needed. Giving more responsibilities 
to staffs, delivering distinguished 
tasks to members, and freedom 
in performing tasks, are subjects 
that should be considered in the re-
planning process. If people do not 
accept heavy duties, specialized 
tasks would be compatible to their 
needs, and if there are people 
enjoying no changes in daily duties, 
distrust and confl ict will be visible in 
organization. 

To remove defi ciency in the 
information system of university, 
applying not only recognized facilities 
of acknowledged systems, but also 
state-of-the-art tools in the realm 
of information technology, such as, 
electronic education, teleconferences, 
databases of Excel and Access, and 



etc, would assist the implementation 
of a better information system. The 
current status of the information 
system in university clarifi es 
potential opportunities still not 
extracted. With respect to the needs 
related to information technology and 
systems, a comprehensive program 
is advisable to be compiled, in part 
to help backup operations like server 
and network security, and in part to 
confront with crisis and unexpected 
events, e.g. internet attacks. 
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