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The comperence madel of conflict comnuinication suggesis that ind:-
viduals who use various conflict styles will be perceived differently
in terms of appropriaieness and effectiveness. A simulared organiza-
tional decision-making task invoiving 100 randomlv-paired dvads
consisting of business siudents suggested that an integrative conflict
style is generally perceived as the most appropriate (in terms of
being both a polite, prosocial straregy and an adaptive, situationaily
appropriate strategy; and mosi effective stvle. The dominating style
tended to be perceived as inappropriate when used by others, but
some participants judged themselves as more effective when they
used dominating tactics along with integrating tactics. The obliging
style was generally per-ceived as neutral, aithough some participants
perceived themselves to be less effective and relationally appropriate
when they employed obliging tactics. The avoiding style was gener-
ally percewved as ineffective and inappropriate. Finaily, compro-
mising was percerved as a relatively neutral style, although some
participants judged their partners to be more effective and relation-
ally appropriate if they compromised. Overall, these results and oth-
ers provide general support for the competence model’s predictions,
while also suggesting some modifications and directions for future
research.

Note: Data for this study were collected as part of the first author’s Ph.D. dissertation
under the direction of J. Alberts and L. Guerrero. Authors thank M. Roloff, D. Canary,
and an anonymous reviewer for their helpful comments during the review process.
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Within organizations, individuals who manage conflict effectively are per-
ceived as competent communicators and capable feaders. Indeed, those who are
unable to manage conflict effectively may have trouble reaching organizational
goals (Mathur & Sayeed, 1983; Nicotera, 1995), maintaining positive relation-
ships and cohesiveness (Canary, Cupach, & Messman, 1995; Coser, 1956), and
solving problems (Hall. 1986). Individuals who have difficulty handling conflict
are also more likely to be dissatisfied with their jobs (Infante & Gorden, 1985a,
1985b, 1991; Infante, Anderson, Martin, Herington, & Kim, 1993). Thus, it is
imperative that researchers determine how competent various styles of conflict
management are perceived to be.

Rahim's (1985, 1986; Rahim & Bonoma, 1979) work has uncovered five
cornflict styles used in organizations: avoiding, compromising, dominating,
integrating, and obliging. These styles associate with a variety of organizational
variables (Rahim, 1983, 1986; Rahim & Bonoma, 1979), such as organizational
position, organizational climate, job burnout, job satisfaction, gender, and edu-
cation (Lee, 1990; Posner, 1986; Rahim, 1990). These styles are also likely to be
associated with perceptions of competence. Indeed, work on the competence
model of communication as applied to organizations (Papa & Canary, 1995)
suggests that Rahim's five conflict styles differ in terms of how competent they
are perceived to be. The present study tests this assumption by examining the
associations between the five conflict styles and competency judgments after
dyads complete an organizational decision-making task. Before making predic-
tions about these associaticns, we turn briefly to a general discussion of the
competence model as applied to organizational conflict behavior.

Competent Communication: Effectiveness and A ppropriateness

The competence model of conflict focuses on three dimensions of compe-
tent communication: effectiveness, relational appropriateness, and situational
appropriateness. Effective communication achieves the valued objectives or
goals of the organizational member (Papa & Canary, 1995). Thus. communica-
tion that is personally rewarding, helpful, useful, and successful is perceived as
effective. Within the competence model, appropriateness is defined somewhat
differently than 1t is in the management literature. Specifically, appropriate
communication involves avoiding violating relationally or situationally sanc-
tioned rules (Papa & Canary, 1995). Relational appropriateness, which Canary
and his colleagues labeled as specific appropriateness (Canary & Spitzberg,
1987, 1989; Papa & Canary, 1995; Spitzberg & Canary, 1985), refers to
behavior that is generally prosocial and constructive in nature. Thus, individu-
als who are rude or make tactless comments will be perceived as low in rela-
uonal appropriateness. Situational appropriateness, in contrast, refers to a more
global assessment of a speaker's style, which includes the ability to carry on a
smooth conversation and to successfully adapt to the needs of a given situation.
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202 MANAGING CONFLICT

Canary and his colleagues have used the term "genercl appropriateness” to refer
to this tvpe of competence.

The way that people perceive their own and thewr partaers’ conflict styies
is a key determinant of competence. In fact, according t¢ the competence model
of confiict (Papa & Canary 1995; Spitzberg, Canary, & Cuapach, 19945, percep-
tons are just as umportant. if not more important, thar actual communication
Furthermore, ind:viduals may see themseives as hughly effective and appropriate
when using certain strategies. such as dominance. which allow them (o fulfitl
their personal goals. Their partners, however, may sec these samie strategies as
inappropriate. Thus, Canary and Spitzberg (1987, 1990} suggesied that people
use different critenia to judge themselves versus their partners. Specifi cally, t
argued that effectiveness may be best assessed from the actor's pomnt of view
hecause the actor is the best judge of whether her or his goais were met. Appro-
priateness, however, may be best judged from the partner's perspective. Based
on this reasoning, this study mcludes peopie’s perceptions of their oW conthot
behavior (self-reports: and their pariner's confhct behavior (partner-percep-
£10ns ).

In general, the more effective and sppropriate an organizational member s

perceived to be during a conflict situation. the more competent he or she wili be
judged. i is important te pote, however. that peopie car: be effective without

being appropriate, and vice versa. An executive who simply teils her employees
that thev must engage in a task even though they would prefer not o {or else
they could risk losing their jobs) is effective in the short term ever though her
behavior may be considered inappropriately threatening. Similariy, an execuve
who defers to the wishes of hus mud-level managers on issues that are within
their domain may be seen as appropriate, but if the mid-managers give him poor
advice, this strategy would be ineffective. Thus, depending on the siuation, the
same strategy can be viewed as more or less competent.

Associations Between Conflict Styles and Competency Judgments

Despite situational variability, certain conflict styles are generally per-
ceived to be more competen: than others. Research on conflict stvies tvpically
examnes the characteristic or habitual way that an mdividual handies disputes
{Blake & Mouton. 19645, as does Rahim's model (Foiger & Poole, 1984,
Rahim and Bonoma's (1979) system was based on Biake unc Mouton's {1964)
grid of managerial stvles as well as the Thomas-Kilmann MODE instrument
{1974). Specifically. Rahim and Bonoma confirmed and refined the factor
structure of the managerial grid through contact with over 1.200 corporate
managers across the United States (Raluim, 1983 Thes work fed them to iden-
tify five specific confiict styles. which were derived based on two dimensions:
(1} concern for self {production-oriented} and {2t concern for cthers {people-
oriented}.
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Individuals whe manifest a high concern for self focus on achieving indi-
vidual goals. This position includes privileging the final outcome of a conflict
episode 1n terms of profits or physical results (Blake & Mouton, 1964, 1970.
1978). Organizational leaders expect their employees to be productive. Content
goals focused on self can be associated with a concern for production because
they represent what to de, what decisions to make, where to go. how to allocate
resources. and so forth (Hocker & Wilmot, 1998). Thus. the production-based
aspect of conilict appears to be focused on effectiveness rather than on appro-
priateness. The bottom hne is: Did the individual accomplish her or his goals
effectively? In order to accomplish individual goals, one may find that a direct
approach 1s usually more effective than an indirect approach (Blake & Mouton,
1964). Therefore, strategies focused on production are often assertive rather
than passive.

In contrast, those who manifest a high concern for others focus on how
decisions affect the other person's goals. This concern for people involves
privileging the relational needs that underlie the cornflict, including issues of
trust, understanding, and social support (Blake & Mouton, 1964, 1970, 1978).
Such a focus also involves maintaining a positive relationship that sets the stage
for smooth future interaction and for granting the partner some level of influ-
ence (Hocker & Wilmot, 1998). This dimension appears to be more focused on
issues of appropriateness than of effectiveness. It is important to engage in
behavior that is relationally and situationally appropriate in order to maintain
positive relations with others. Thus, individuais who are focused on other peo-
ple tend to use constructive or cooperative conflict styies, rather than more
destructive, uncooperative styles (Blake & Mouton, 1964).

The five conflict styles that emerge from various combinations of these two
dimensions are” (1) wtegrating—high concern for both self and others, (2)
dominating—high concern for self and low concern for others. (3) obliging—
low concern for self and high concern for others, (4) avoiding—low concern for
both self and others, and (5) compromising—moderate levels of concern for
both self and others. According to Papa and Canary's (1995) model. each
conflict style is associated with a unique profile of perceptions related to com-
petence, as shown in Figure 1 (see also Spitzberg et al.. 1994),

Rahim’s model focuses on specific behaviors that are enacted during
contlict, such as trying to find solutions that are satisfactory to both parties
(integrating), using authority or interpersonal influence (dominating), giving
in to the wishes of the partner (obliging), trying to avoid disagreement or
unpleasantness {avoiding), and proposing a "middle ground"” solution (com-
promising). According to the dimensions underlying these five strategies, some
should be seer as more concerned with the self (which is related most closely
to effectiveness) while others should be seen as more focused on the other
(which is rejated to most closely to appropriateness). However. research
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Figure |
Overlay of Competence Dimensions onto ROCI-~II Styles
as Predicted by Papa and Canary (1995}

Appropriate | Obliging Integrating »
Inappropriate | Avoiding Dominarning ®
Ineffective Effective

has yet to confirm that people's perceptions of these five strutegies do indeed fall
in line with these predictions. This study attempts to confirm that the five con-
flict strategies are indeed perceived differenily in terms of effectiveness and
appropriateness. In addition, this study examines how the various sirategies that
fall on similar ends of the self-other continua are distinguished in terms of
competency. For instance, the dimensions underlying Rahim’s model suggest
that both integrating and obliging are other-focused. appropriate strategies.
However, it is possible that integrating :$ seen as the most appropriate strategy
because it atiows both peopie to be part of the decision-making process. Simi-
farly, Rahim’s mode] suggests that both integrating and dominating include a
focus on the self. Nonetheiess, the integrating stvle may be seen as mos: effec-
tive because it also includes a focus on the partner. allowing & mutually efficient
and collaborative solution 1o emerge. The presen: study, therefore, attempts to
determine how various strategies that fall on the same end of a given continuum
fare when it comes to competency judgments. It is eniikely that there is simply &
direct correspondence between behaviors shewing concern for seif and effec-
tiveness, or behaviors showing concern for others and appropriateness. Rather,
it seems likely that the unigue combinations of concern for self versus others
that are represented in Rahim's five conflict stvies will produce distinctly differ-
ent perceptions reiated 10 effectiveness and appropriateness.

It is also noteworthy that although there is some conceptual corresporn-
dence between the concern for self dimension and effectiveness {because both
focus on achieving goals), as well as the concern for other dimension and reia-
tional appropriateness (because both focus on prosocizal, constructive behavior).
situational appropriateness 1s not as clearly related o either dimension. Instead,
sttuational appropristeness deals with more global judgments of style, which
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include how smoothly an individual manages interaction. and how appropriate
one's behavior was within a given situation.

To gain a more complete understanding of the associations between con-
flict styles and competency yudgments, this study also includes both self-reports
and partner-perceptions. As Canary and Spitzberg (1989, 1990) suggested, a
strategy that 1s seen as effective by one person may not always be seen as effec-
tive by that person's partner, Still, based on Papa and Canary's (1995) model,
some general predictions can be made for each of the five styles.

Integrating Style

The integrating style focuses on problem solving in a collaborative fash-
1on. Individuals with this style face conflict directly and try to find new and
creative solutions to problems by focusing on their own needs as well as on the
needs of others. Integrating behaviors include analytic remarks (such as
descriptive, disclosive, qualifying, and soliciting statements) and conciliatory
remarks (such as supportive statements, concessions, and statements showing
acceptance of responsibility). Communication focuses on reaching a successful
resolation that keeps the relationship in tact for future interaction (Hocker &
Wilmot. 1998}. The integrating style is assumed to open lines of communication
and increase information seeking and sharing. This style is both direct and
cooperative (Blake & Mouton, 1964).

According to the competence model, an individual who meets the expecta-
tions of the other person and still achieves her or his desired objectives engages
v an oprimal response to conflict (Spitzberg et al., 1994). Thus, the integrating
style 1s believed to be both effective and appropriate in managing conflicts and,
therefore. is perceived as highly competent. The integrating style is competent
because it provides each disputant with access to the other person's perceptions
of incompatible goals. thereby enabling them to find a solution that integrates
the goals and needs of both parties (Tutzauer & Roloff. 1988). Indeed, studies of
romantic partners and roommates have found that the integrative (or collabora-
tive} styie s usually seen as effecuve, appropriate, and generally competent
{Canary & Spitzberg, 1987, 1989, 1990; Sillars, 1980). However, this finding
has vet to be extended to the organizational context. Thus, the first set of
hypotheses are advanced:

Hypothesis 1a: Perceptions that a partner used an integrating style will be
positively associated with perceptions that a partner’s
behavior was effective. relanonally appropriate, and situa-
tionally appropriate.

Huyporhesis 1b: The extent to which individuals perceive themselves (o use
an integrating style will be positively associated with self-
perceptions of effectiveness, relational appropriateness,
and situational appropriateness.
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206 MANAGING CONFLICT

Dominating Styie
The domunatng style relies on the use of position power, aggression, Ver-
bal dominance, and perseverance. This styie 1s direct and ancoopera ative ‘Blake
& Mouton, 1964}, Forcing or competng behaviors associated with & dominatng
style include corfrontational remarks, accusalions, personat criticism, reyection.
hostile imperatives or threats, antagonistic jokes or feasimg, aggressive ques-
tions. presumptive remarks, and demial of responsibility at the experse of the
other person {focker & Wilmot, 1998, Within interpersonal contexts, the
donunaung {also called the competing or distribuzive) style has been found to be
associated with low levels of effectiveness and appropriateness, However, Papa
and Canary (1995 suggested thut the dominating styie might be somewhat
effective 1n organizational coniexts when there are production-reiated goals. In
this case, an mdividual might ase power strategies and aggression o effectively
accompiish a goal, even though these strategies may be seen as inappropriaie at
a relational level. Thus, when the compelence model is appued to the organize-
tional context, Papa and Canary suggest that a person who s low in appropn-
ateness but high in effecuveness manages the aispule 1o her or his benefli
regardiess of the other person's goals and needs. Like Spuzberg et al. (1994
they term the dominatng style as the maxinling respotise W& conflict, because it
maximizes the importance of one's own needs at the expense (or minimization)
of the other ndividual's needs. Therefore. the domunating styje may be seen as
effective but not appropriate. This reasoning leads o the niext set of hypotheses:

.".‘l

Hypothesis Za: Perceptions that a partaer used & gominaung styie will be
negatively associated with perceptions that & parmer’s
hehavior was relanonally and situauonally appropriate.

Hypoihesis 2b: The extent to which indivicaals perceive themse; ves 1o use
a dominating style will be negativelv associated with self-
perceptions of relational and sitaztional appropriateness.

Hypothesis 2¢; Percepuons thut a partner used & dominating sivie will be
positiveiy associated wilh perceptions that & partner’s
behavior was effective.

Hypothesis 2d: The extent to whach individaals per ceive themselves 1o use
the domunatng sivie will be positively associated with self-
nerceptions of effectiveness.

Obliging Style

Individuals who use the obliging style put other people’s needs before theur
own interesis. Obliging is associated with accommodating behaviors that
include putung aside one's owrn needs t¢ please the partner. passively accepting
the decisions the partner makes. making vielding or concedin ng s statements,
denying or failing o express one’s needs. and expliciily expressing harmony

and cooperation in a conflict episode {Hocker & Wilmot. 1998; These types of
conflict strategies are indirect and cooperative {Biske & Mouton., 1964;. Oblig-
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ing behaviors are sometinies seen as cooperative and appropriate, particularly
when one person feels strongly about the issue and the other person does not. In
cases such as this. it is appropriate for the person who feels fess strongly to
“give in" to their partner's wishes. Obliging may also be a particul iy appropri-
ate strategy when the conflict cannot be resolved to the satisfaction of two pat-
tics. Even in thesc cases. however, the obliging party is meffective in reaching
her or his own personai goals.

According to Spitzberg et al. (1994}, ar: individual who accommodates to
the other person's expectations withoat achieving her or his own goals engages
in a sufficing response to contlict. This type of response is adequate and com-
fortable; 1t does not cause further disagreement or escalations in conflict.
Because the obliging stvle aliows the other party to achieve her or his goals, it is
thought to be relationally appropriate. However, the obliging response is not
very effective. Those who use the obliging response are unlikely to reach their
personal goals, which could put stram on them over time. In addition, obli ging
leads to a onc-sided decision-making process that 1s less creative than collabo-
raton or compromise. To put it simply, the obliging individual does not add to
the discussion in any meaningful way. Thus, Papa and Canary's model predicts
that individaals who use an obliging style will be perceived as appropriate but
not effective.

Hypothesis 3a: Perceptions that a partner used an obliging style will be
positively associated with perceptions that a partner’s
behavior was reiationally and situationaily appropriate, bt
negatively associated with percepuions that a partner’s
behavior was effective.

Hypothesis 3b: The extent to which individuals perceive themselves to use
an obiiging style will be positively associated with self-
percepuons of refational and situational appropriateness
and negauvely associated with self-perceptions of effec-
tiveness.

Avoiding Style

Avoiding or withdrawing occurs when people physically or psychologi-
cally remove themselves from the conflict scene or episode often by denying the
conflict. bemng indirect and evasive, changing and/or avoiding topics, employing
noncommitial remarks, and making irrelevant remarks or joking as a way to
avoid dealing with the contlict at hand (Hocker & Wilmot, 1998}, The avoiding
style is indirect and uncooperative. It can be frustrating to interact with some-
one who uses the avoiding style. One individual may want to talk about issues
and solve problems, while the other recoils from interaction. This can leave the
conflict 1ssue to stew, creating what has been termed the “chilling effect"
{Roloff & Cloven, 19905, with disputunts becoming increasingly cold and with-
drawn. Indeed. researchers studying romantic couples have discassed a preva-
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lent confiict sequence termed the demand-withdraw interaction pattern {see
Gottman & Levenson, 1988). This type of sequence occurs when one person
wants tc engage in conflict, and the other responds with avoidance. Typically,
this interaction pattern escalates, with conflict engagers increasing their
demands for discussion as they become more desperate to face and solve prob-
lems. and conflict avoiders becoming increasingly stubborn in their efforts to
dodge discussion and withdraw from interaction that they perceive as unpleas-
ant and/or unnecessary. The demand-withdraw pattern of interaction is gener-
ally seen as a highly incompetent form of dyadic communication {Christensen
& Shenk, 1991; Gottman & Levenson, 1988).

Consisient with the literature on the chilling effect and the demand-with-
draw pattern, Papa and Canary (1995) posited that the avording style would be
viewed as low 1 both effectiveness and appropriateness. Moreover, Spitzberg et
al. 11994) described this type of conflict style as a minimizing respornse 1o Coti-
fiict, because it downplays the importance of self and other goals. Research
conducted 1n the contexts of relationships between romantic partners and
roommaies has generally confirmed this line of reasoning. Several studies have
shown that the avoiding style is negatively correlated with perceptions of appro-
priateness, effectiveness, general competence, and reiational satisfaction fe.g.,
Canary & Spitzberg, 1987, 1989, 1990; Sillars. 19803, although there may be
some situations where avoidance may be appropriate {e.g., such as whes an
issue cannot be resoived to either of the disputants™ satisfaction. and discussing
the issue makes matters worse). The next set of hypotheses extends these find-
ings into the context of organizational decision-making.

Hypothesis 4a: Perceptions that a partner used an avoiding styie will be
negatively associated with perceptions that a partner’s
wehavior was effective. relationally appropriate, and situa-
tionally appropriate.

Hvporhesis 4b: The extent to which individuals perceive themselves to use
an avoiding style will be negatively associated with self-
perceptions of effecuveness, relational appropriateness,
and situational appropriateness.

Compromising Style

The compromising style is unique in that it represents the mud-point on the
dimensions of production orientation versus people orientation. As such, it 1s
somewhat focused on individual goals, as well as on the needs of others. This
style is also seen as moderately direct and cooperative {Blake & Mouton, 1964).
Compromising requires searching for an intermediate position, through strate-
gies such as splitting the difference. meeting the partner halfway, suggesting a
trade-off. maximizing wins while minimizing losses, and offerimg a quick.
short-term resolution to the conflict at hand (Hocker & Wilmot, 1998}, As such,
compromising typically satisfies some of each person’s needs, but not all of
them. When people have radically different goais and cannot collaborate to cre-
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ate a solution that will satisfy all of their needs, compromising is often seen as
the best option.

When applying the competence model to organization conflict, Papa and
Canary (1995) did not include predictions for the compromising style. However,
based on the fact that the compromising strategy is at the midpoint of both the
production-oriented and people-oriented dimensions, one could argue that this
style would also be judged to be only moderately effective and appropriate.
Based on the logic behind the competency model, it seems reasonable to predict
that compromising will associate positively with the competency measures, but
not as strongly as integrating. Thus, the following hypotheses are advanced:

Hypothesis Sa: Perceptions that a partner used a compromising style will
be positively associated with perceptions that a partner’s
behavior is effective, relationally appropriate, and situa-
tionally appropriate, although these associations will be
weaker than for the relationship between integrating and
the competency measures.

Hypothesis 5a: The extent to which individuals perceive themselves to use
the compromising style will be positively associated with
self-perceptions of effectiveness, relational appropriate-
ness, and situational appropriateness. although these asso-
ciations will be weaker than for the relationship between
integrating and the competency measures.

Method

Participants

Students (N = 200) enrolled in management and other business-related
courses at a large university in the southwestern United States volunteered for
this study in exchange for extra credit. These individuals were paired into 100
dyads consisting of 25 female dyads, 25 male dyads, and 50 opposite-sex dyads.
Within the opposite-sex dyads, the female partner was designated as "Partner
A" in 25 of the dyads, whereas the male was designated as "Partner A" in the
other 25 dyads. Thus, the data were balanced in terms of the sex composition of
the dyads.

The mean age for participants was 23.71 years with a range of 18-57 years
old. The ethnic background of the sample was as follows: 2% Native American,
9% Latin/Hispanic/Mexican/Central/South American, 3% Black/African Ame-
rican, 3% Asian/Asian American, and 83% Caucasian/Euro American. Partici-
pants’ average number of years of work experience was 6.76 years. with a range
of 1-41 years. Nearly 81% of the participants classified themselves as "employ-
ees,"” 13% marked that they were "first-level managers or supervisors," 4% were
"middle level managers," and 2% were executive or senior level managers.
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Precedures

Participants reporied o u research site. To ensure a baiunced seX Composi-
uon across the dvads. same sex dyads were solioted betore muxed sex dyads.
Partic:pants were assigned as erther Partner A or Pariner B and then piaced o
dyads as they entered the research site. Once 23 muaic dyads and 25 femuie
dvads had participated. subjects were assigned to mixed sex dyads using the
same process. For same-sex G}&d:«, coin was fhpped to determine whese data
would be designated as Partoer A versus Partner B. For cross-sex dvads, the
questionnaires were color coded to represent dvads wheresn the male or the
female would be designated as Partner A or Partner B. A con fhip was used 10
deterrmine which of the two colored quesuonnaires the dvads would recerve.
Thus, all participants were randomly assigned as erther Partner A or B,

In thes study. participants were asked to make z junt deaision in an
organizational simulation on downsizing and to Cc)mplete o written report
argumng for their decisions. To encourage initial sncompatbiiny of goals. the
twe participants in each dvad were given oppoming privale motivatinns tor
keeping and dismissing difterent emy Iwee& Ir the simuiation, both members of
each dyad were given & detaied description of a retail Q‘ga"wat on in the midst
of a downsizing and a description of four empiovees from which the parucipants
must choose two for dismussal. The aescnp.nqs tor both: members of the u’\’;zd
were exactiv the same except each was given 2 different set of private mou
tions. One set of motivations asked participants 10 keep the employees wh >h”"e
a “professional appearance.” and to please your supervisor who piays golf with
one of the four emplovees from which you maust choose The second ser of moti-
vations asked the participants to keep the emplovecs w‘mx sales performance
was "the best.” and to dx‘;mxss margmai verformers "for the company’s sui-
vival," Private motivation . or private motivation 2 was assigned rancomily after
each participant was assigned as esther Pan r A or B A con toss determined
whether Partner A was given the first private mouvanon and Partner B was
given the second motivation i# = 47}, or vice versa {n = 533 Thus, the motiva-
tions were neariy balanced across the various :yad combinations, Dyads had
approximately 50 minutes to complete the downsizing task and write a brief
report. To complete the task, each partner read her/hus ewn copy o the simuia-
tion, each with her,ms rivate motivation. Afterwards. each member of the dvad
began talking with his/her partner to work toward a mutual ﬂgreemem on wh
to dismiss and who to keep Once an agreement was reached the dyads had to
mutnaily compose a brief report arguing for their choices Adfter this task was
compieted. each participant independently completed 2 questionnaire contain-
ing several different instruments. including the Ralum Orgamizational Conflict
Inventory {ROCI-ID {Rahim, 1983}, and S;::L:zberg and Canary's {1985} Inter-
personat Communication Competency Scale {ICCS). All paruicspants compieted
the ROCI-II (Form €3, and the ICCS for themselves {seif-reporis) and their
partners (partner-reports),

The Internatnionai Journal of Conflict Managemeni, Vol 11 Ng. 3, 2006

Copyright © 2001. All rights reserved.



M A GROSS AND L K GUERRERQ 211

Measures

The Rahim Organizational Conflict Instrument (ROCE-ID). Form C
(pecr—peer) of the ROCI-IE was used in this stady. In past studies. Cronbach's o
coefficient for each of the ROCI-II's subscales has ranged from .77-.83 for inte-
grating; .68-.72 for obliging; .75-.79 for dominating; .72-.86 for avoiding; and
67-74 for compromising (King & Miles, 1990; Weider-Hatfiend, 1988;
Womack, 1988). In the present study, scoring for the ROCI-II followed the pro-
cedures developed by Rahim. with higher scores indicating that people were
perceived as using more of a particuiar conflict style. The ROCI-I was com-
pleted four different times following each dyadic interaction, with Partners A
and B both completing the measure for self and partner. The following o coeffi-
cients, which represent averages across the four measures, were obtained on the
ROCI-1I for this study: Integrating = .86 (runge = .84-.89); avoiding = .84
(range = .81-.87). dominating = .77 (range = .72-.81); obliging = .83 (range =
.82~ 85); and compromising = .78 {range = .74~-.82). The dominating subscale
was initially unreliabie. However, the deletion of two of the items substantially
improved the reliability of this subscale (with the improved o coefficients
reported above). Therefore, 2 3-item subscale was used to measure the extent to
which peopie perceived their partners to use a dominating style. All other sub-
scaies from the ROCI-II were used in their entirety.

Competency Measures. The Interpersonal Communication Competency
Scale (ICCS), Spitzberg and Canary (1985) measures three dimensions of com-
petence: effectiveness, relational appropriateness, and situational appropriate-
ness. In the ICCS. effectiveness i1s measured with 11 items, which relate to
whether or not the speaker accomplished his or her perceived goals. All items
are measured using S-point scales. Examples of items measuring effectiveness
include: "My partner obtained her or his goal in the conversation.” and "My
partner seemed to find the conversation to be very useful and helpful." Rela-
tional appropriateness is meusured by 4 items that tap into particular behaviors
enacted during the episode, and how switable or proper these behaviors were.
Exampies of items measuring relational appropriateness include: "Some of the
things my partner said were embarrassing to me," and "My partner said some
things that should not have been said.” Situational appropriateness, in contrast,
is measured by 5 items that assess a person's general behavior across the entire
episode. Example items inciude "My partner was a smooth conversationalist.”
and "My partner's conversation was very suitable to the situation."

Previous studies empioving Cronbach's o coefficient have shown the
ICCS's subscale reliablities range from .85-.91 for the appropriateness sub-
scales, and .85-.93 for effectiveness (Spitzberg & Canary, 1985; Canary &
Spitzberg, 1987). In the present study. four reliability coefficients were calcu-
lated for each of the three competency measures: Partner A's report of self and
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partner, and Partner B's report of seif and partner. Cronbach’s & showed the
relational appropriateness (range = .73~.89), situationgl appropriaieness (range
= ,75-.82), and effectiveness (range = .87-.92) subscales to have average reh-
abilites of .81, .78 and .90. respectively.

Analysis and Results

Data Analysis Plan and Preliminary Analyses

Hierarchical regression analyses were utilized to test ail the hypotheses. As
described next. the first two blocks of the anaiyses contained sets of covariates
related to: (1) sex and motivation, and (2} the corresponding partner scores.
After these two biocks were entered, the predicior variables were entered using
the stepwise method.

As mentioned earlier. private mouvavons and dyadic sex composition
were nearly balanced across the design. We used ANOVAs and regression
analyses te examine whether these variabies had main or moderating effects on
perceptions of conflict style and competency. These tests showed that motiva-
tion and sex had minimal effects. In fact, only three main effects emerged
across 32 analysis of variance tests and no moderating effects emerged in the
regressions. Nonetheless. these variables (motivatons. biclogical sex of person
A, and biological sex of person B) could impact the analyses. Therefore. they
were entered as covariates in the first bjock of the regression analyses.

Because dyadic data were collected for this study, the analyses were con-
ducted twice to avord problems of nonindependence. Specifically. analyses were
run separately for Partner A and Partner B. However, there were only a limite
number of significant correlations reflecung interdependence. For partner-per-
cepuons. A and B’s scores were significantly correlated for dominance ir{99:=
26. p < .01} and integraung [r (99} = .26. p < 01} For seif-percepuions, A and
B’s scores on dominating [r (99) = .21, p < .05} and integrating [r (9% = 22.p
< .05] were again sigmficantly correlated. No other significant correlations
emerged between Partners A and B. Nonetheless, because the measures used for
analyses reflect an interdependent activity, when the regression analyses were
conducted. corresponding partner scores were entered in a second block to
partial out the effects of nonindependence. For instance. if the predictor
variables in the regression analyses were Partner A's perceptions of B's confiict
style, Partner B's perceptions of A’s contlict style were entered into the second
block of a hierarchical regression analysis.

Main Analyses

The hypotheses were addressed using 12 hierarchical regression models.
In each of these models, motivation and sex were entered in a first biock, and
the corresponding partner’s scores were entered into a second block using the
standard enter method. For example, in the mode] testing how Partner A’s per-
ception:s of B’s conflict style affect A’s perceptions of B's competence. B's per-
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ceptions of A’s conflict style were entered into the second block of the regres-
sion analysis after the first block (consisting of motivation, sex of person A, and
sex of person B) was entered. In this way, the correlations between dyadic part-
ners’ scores were partialled out of the regression analyses, leading to a clean
assessment of the independent relationship between perceptions of conflict
styles and perceptions of competence. Next. the predictor variables (e.g.. Partner
A’s perceptions of B’s conflict styles) were entered into the regression analyses
using the stepwise method. Separate regression analyses were conducted for
each of the three criterion variables (effectiveness, relational appropriateness,
and situational appropriateness) across Partner A’s self- and partner-reports,
and Partner B’s self- and partner-reports, resulting in a total of 12 analyses. A
summary of the statistics associated with each of these regression models is pro-
vided in Table 1.

Partner-Perceptions of Effectiveness. The first model examined Partner
A’s perceptions of B, with partner-perceptions of conflict serving as the main
precictor variables, and partner-perceptions of effectiveness serving as the crite-
rion variable. Blocks I and 2 did not produce significant findings. When inte-
grating was entered, the model emerged significant. Avoiding and compromis-
ing entered the analysis in the fourth and fifth steps respectively, improving the
model still further. In the final model, none of the control variables were sig-
nificant. Integrating [B = .30. 7 (89) = 2.99. p < .01} and compromising [B =
27, t {(89) = 2.26, p < .05] were positively associated with effectiveness,
whereas avoiding was negatively associated with effectiveness [B = —.29, 1 (89)
=-2.94, p < .01].

The same regression model was conducted for Partner B's perceptions of

A’s effectiveness, with somewhat different results. The model was nonsignifi-
cant after the first block was entered. After the second block containing the cor-

responding partner scores was entered, the model was significant. Avoiding
entered on the third step and significantly improved the model. In the final
model, one of the variables in the second block was significantly associated with
B’s perceptions of A’s effectiveness—When A perceived B as integrating, B
perceived her or his partner as more effective [B = .27, ¢ (90) = 2.03, p < .05].
The only predictor variable that added significantly to the model beyond this
was avoiding. B’s perceptions of A as avoiding associated negatively with B’s
perceptions of A as effective [B = -.34, 1 (90) = -3.65, p < .001].

The International Journal of Conflict Management, Vol. 11, No 3, 2000

Copyright © 2001. All rights reserved.




2i4 MANAGING CONFLICT

Table 1
Regression Analysis Results
Criterron Variable Predictors R’ f F
Effectiveness
A’s Perceptions of B Block 1 (3. 96; 2.35
Block 2 (8,91 1.9¢
Integrating 22 {9, 90y 2.87%*
Avoiding 27 (10, 8% 3.20%%
B’s Perceptions of A Block 1 {3, 963 55
Block 2 By (&, 91} 2.50%
Avoiding 21 (9. 90y 400
A&’s Self-Perceptions Block 1 (3. 96} i1l
Block 2 (8,91 118
Integrating 2% {9, 90} 3.00%*
Avording 29 (10, 8%) 362¥*
B’s Self-Perceptions Block 1 {2, 96 1.8%
Block 2 (8, 91} 1.3
Integrating 20 (9, 9G) 2 56%
Obliging 26 (10, §%) 2 i4H
Dominatin 39 (i1, 88 KRS Sk
Relational Appropnateness
A’s Perceptions of B Block 1 {3, 96} 24
fock 2 {§, 91 1.93
Compromising 26 19,903 2 S hen
Domunating 30 {10, &9 IgprAE
B’s Perceptions of A Block 1 {3.96) .68
Block 2 {8.91, 1.27
Avoiding 20 (9. 9C1 2 81*
Dominating 25 {10, 893 3.0
A’s Seif-Perceptions Block 1 13, 96) 1.69
Biock 2 {§, 91} 182
Integrating 30 (9, 9¢} 4 35Nk
Domuinating 34 1G. 891 4,55 %0kw
B’s Self-Perceptions Block ! (3,963 236
Biock 2 16 (8,91 2 12%
Integrating 24 (%, 90} 3 6%
Obvliging 31 (1, 89 3.Girx
Situational Appropriaieness
A’s Perceptions of B Bilock | {2, 96} 1.54
Biock 2 (&, 51} 135
Integrating 20 (9. 9C) 2.43*
B’s Perceptions of A Biock 1 (3. 96} 65
Biock 2 .18 8, 91 2.57%
Dominating 27 (9, 90} 3.65%x
A’s Seif-Percepuions Block 1 (3, 96; .28
Block 2 (8,91} 36
Integrating 19 (9. 90) 201
B’s Seif-Perceptions Block ! (3, 96} 2.1
Block 2 {§, 91} i.78
Integrating 18 {9, 9G) 2.17*

Note. Block 1 included threc covariates—private motivailon, sex of persor A, and sex of person B.
Biock 2 included the corresponding parter scores. For all analyses, n = 100
* < 05 *p < 01 0Fp < 001,
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Self-Perceptions of Effectiveness. The next set of regression analyses
examined whether or not self-perceptions of conflict styles predict self-percep-
tions of effectiveness. First, Partner A’s self-perceptions were examined. After
the first two blocks were entered, the model was nonsignificant. The model
emerged as significant when integrating entered the model in the third step,
followed by avoiding. In the final model, integrating associated positively with
self-reports of effectiveness [ = .36, 1 (82) = 3.74, p < .0013}, whereas avoiding
associated negatively, {ff = -.26, 1 (89) = -2.70, p < .011.

Next, Partner B’s self-perceptions of conflict styies and effectiveness were
examined. Neither of the first two blocks contributed significantly to the model.
In step three, integraung entered the analysis, making the model significant.
Obhiging and dominating entered the model in steps four and five respectively,
improving the mode! significantly In the final model, self-reports of integrating
[B = .54, 1 (88) = 4.82. p < 001} and domnating [B = .21, r (88) = 2.18, p<
05} were associated positively with effectiveness, whereas obliging was asso-
ciuted negatively [B = —.30. 7 (88) = -2.78, p < .01].

Partner-Perceptions of Relational Appropriateness. The next model
examuned whether A's partner-perceptions of B’s conflict style affected how
relationally appropriate A saw B. After the first two blocks were entered, the
mode} was nonsignificant. When compromising and dominating were added in
the third and fourth steps, respectively. the model was significant. In this final
model, compromising associated positively with relational appropriateness [ =
36, 1 (89} = 3.83, p < .001], whereas dominating associated negatively [ = -
21,¢(89) = -2.26, p < .05}

A different model emerged for Partner B’s perceptions of A. Again, after
the first two blocks were entered, the model was nonsignificant. This time.
however, the avoiding style entered the model at step three. making the model
significant. Dominating entered the model at step four. In the final model,
avoiding [B = —27.1(89) = -2.83, p < .01] and dominating [f = -.23, 1 (89) =
-2.34, p < .05] were both associated negatively with partner-perceptions of
relational appropriateness.

Self-Perceptions of Relational Appropriateness. The next two regression
analyses examined whether conflict styles predict self-perceptions of relational
appropriateness. In the first analysis, Partner A’s self-perceptions were investi-
gated. Neither of the first two blocks was significant. Integrating and dominat-
ing entered the model on the third and fourth steps. respectively, improving the
model significantly. In the final model, integrating was positively associated
with relavonal appropriateness [ = 43, 1 (8%) = 4.60, p < .001]. whereas
dominating was negat:vely associated [ =20, 1 (89) =-2.17, p < .05].

In the nex: analysis. Partaer B’s self-perceptions of relational appropriate-
ness were examined. The first block was nonsignificant. When the second block
of variables was entered. the model emerged as significant although none of the
individual variables (representing the corresponding partner scores) was signifi-

The Internarional Journal of Conflict Management, Vol. 11. No. 3, 2000

Copyright © 2001. All rights reserved.



216 MANAGING CONFLICT

cantly associated with relational appropriateness. The addition of integrating
and obliging in the third and fourth steps improved the model significantly. In
the final model, none of the covariates were significant. Integrating [B = .46, 1
(89) = 4.25, p < .001] was associated positively with relational appropriateness,
whereas obliging was associated negatively {8 = —31.7 (89} = -2.89, p < .01].

Partner-Perceptions of Situational Appropriateness. First, A’s percep-
tions of B were examined in regard o situational appropriateness. The first two
blocks were nonsignificant. Integrating entered the model in step three, making
the model significant. In the final model, only integrating was associated with
situational appropriateness [ = .34, 7 (90} = 3.16. p = .01}.

Next, the same analysis was conducted for B’s partner-perceptions, pro-
ducing different results. The first block of covariates was nonsignificant. The
second block, which contained the corresponding partner scores, was Sig-
nificantly predictive of situational appropriateness, with dominating emerging
as a significant predictor. Partner-perceptions of dominating entered in the third
step, improving the modet still further. In the final model, when A perceived B
to use & dominating style. B was less likely to see A as situationally appropriate
B =-24, t (90) = -2.44, p < .05]. Similarly, when B saw A as dominant [ = -
33, £ {90} = =3.19, p < .01}, B was also likely to jadge A as less situationally
appropriate. Thus, both partners’ perceptions of dominating influenced how
situationally appropriate Person A saw Person B.

Self-Perceptions of Situational Appropriateness. The last two regression
analyses focused on how self-perceptions of conflict style predict self-judgments
of situational appropriateness. First. Partner A's self-perceptions were exam-
ined. Blocks 1 and 2 were nonsignificant. In step three, integrating entered the
model. improving it significantly. Integrating associated positively with self-
perceptions of situational appropriateness {# = .37.1(90) =3.57, p< 0011

The model for Partner B's self-perceptions produced similar resuits. The
two biocks of covariates were nonsignificant. The model obtained significance
when integrating entered in the third and final step. Once again, self-percep-
tions of integrating associated positively with self-perceptions of situational
appropriateness (3 = .22, 1 (90) = 2.17, p < .05].

Summary of Results as Related to the Hypotheses and Research Questions

Tabie 2 presents a summary of findings from the regression analyses.
Overall, these analyses provide partial support for the hypotheses. Hypothesis 1
predicted that an integrating style would be associated positively with
perceptions of effectiveness, relational appropriateness, and situational
appropriateness for both self-and partner-perceptions. This hypothesis was
partially supported—in three out of the four relevant regression analyses,
integrating was positively correlated with perceptions of effectiveness (see Tabie
2). Integrating was also significantly predictive of relational and situational
appropriateness in all of the analyses utilizing self-perceptions. Thus, when
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Table 2

217

people perceived themselves to use the integrating style, they also tended to
perceive themselves as relationally and situationally appropriate.

Summary of Significant Variables in the Final Regression Models

Criterion Measure

Control Variables

Predictor Variables

Effectiveness:
A’s Perceptions of B

B’s Perceptions of A
A’s Self-Perceptions

B’s Self-Perceptions

none

integrating (+)
none

none

Relational Appropriateness;

A’s Perceptions of B
B’s Perceptions of A
A’s Self-Perceptions

B’s Self-Perceptions

none

norie

noneg

none

Situational Appropriateness:

A's Perceptions of B
B’s Perceptions of A
A’s Self-Perceptions
B’s Self-Perceptions

none
dominating (-}
none
none

integrating (+)
avoiding (-)
compromising (+)
avoiding (-)
integrating (+)
avoiding (-)
integrating (+)
dominating (+)
obliging (-)

compromising (+)
dominating (-)
avoiding (-)
dominating(-)
integrating (+)
dominating (-)
integrating (+)

obliging (~)

integrating (+)
dominating (-)
integrating (+)
integrating (+)

Note: Control variables refer to the corresponding partner scores on the five
confhict styles The (+) and () designations indicate if the association was
positive or negative, respectively,

Hypothesis 2a predicted that a dominating style would be negatively asso-

ciated with relational and situational appropriateness. This association emerged
in half of the relevant regression analyses. In three of the four analyses predict-
ing relational appropriateness. the dominating style emerged as a significant
predictor. The dominating style obtained significance only in one of the four
analyses predicting situational appropriateness. Thus, Hypotheses 2 received
vartial support. Hypotheses 2b predicted that the dominating style would be
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perceived as effeciive. Oniy one of the four relevant regression analyses sup-
ported this hypothesis.

The first part of Hypothesis 3 predicted that an obhging styie would be
positivelv associated with perceptions of relationai and sitaational appropriate-
ness. This hypothesis was not sapported. Obliging emerged as a significant pre-
dictor in only one of the eight relevant analyses Furthermore, in the one analy-
sis where obhging had a significant effect, the association berween obtiging and
relational appropriateness was negative. The second part of Hypothesis 3 pre-
dicted that an obliging style wouid be negatively associated with effectiveness.
This hvpothesis received very limited support. Obiiging was predictive of efiec-
tiveness only in one out of the four reievant analyses. Specifically. when pevple
in. Group B reported that they used an obliging strategy, they also saw them-
selves as less effective.

Hypothesis 4 predicted that the avoiding style wouid be negatively associ-
ated with effectiveness, refational appropriateness, and situational appropriste-
ness. The regression analyses produced mixed resaits in reigtion to this
hypothesis. Three out of the four anaiyses preciciing effectiveness prodeced a
significant negative association between avoiding and effectiveness. However,
the avoiding style was only negatively refated o relanonal appropriaicness in
one of the analyses, and it was unrelated to situational appropriafeness in all of
the analyses.

Hypothesis § predicied that compromising would be positively assoviated
with relational appropriateness, situational approprialencss. and effectivencss.
bat not to the same extent as ntegrating. Compromising was & significant pre-
dictor only in two of the analyses. Parucipants in Groap A saw their partners as
more effective and relatonally appropriate when they compromised. As pre-
dicted, integrating had more positive effects than compronusing.

Discussion

In general, the resuits of this study support the competence maodel of con-
flict. which suggests that conflict styles are associated with unigue perceptions
of effectiveness and appropriateness. However. cven though the ass0c1ations
found in this study foliowed the generai pattern predicied by Papa and Canany
{1995), the precise placement of the conflict siyles in relation w0 one ancther
znd the competence dimensions showed some important deviations from Papa
and Canary’s predictions, suggesting that some modifications of the compeience
model may be in order. For example, although domunating was seen as less
appropriate than effecuve. while obliging was seen as more appropriate than
effective (which is consistent with the competence model}, neither of these con-
flict styles was perceived 1o very high or low an the effectiveness or appropri-
ateness dimensions.

To understand how the findings from the present study both complement
and differ from Papa and Canary's (1995} predictions. it may be helpful to
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examine where each of the conilict styles falis on the effectiveness and appro-
priateness dimensions. As illustrated earlier in Figure 1, Papa and Canary pos-
ited that the integrating, dominating, avoiding, and obliging styles would fall in
different corners of the dimensional plot. Data from the present study suggest
that only the integrating and avoiding styles were perceived to fall near the cor-
ner of the dimensional plot. To demonstrate this, the average standardized
regression coefficients have been plotted in Figares 2 and 3. These coefficients
were taken from the regression models reported earlier. Te be consistent with
Canary and Spitzberg’s (1987. 1989, 1990; work on the competence model,
data from self-perceptions were used to plot the conflict styles on the effective-
ness dimension, whereas data from partner-perceptions were used to plot the
styles on the appropriateness dimensions. As Canary and Spitzberg have
argued, effectiveness may be best judged by the self, but appropriateness is
probably best judged by the partner. When interpreting these plots, it is impor-
tant to keep in mind that they are anchored by .60 and —.60 rather than by 1.0
and —-1.0. Thus. even the integrating and avoiding styles. which fall closest to
the corners of the plots, do not have particularly strong associations with the
competence measures.

Figure 2
Average Standardized Regression Coefficients as Plotted on the
Relational Appropriateness and Effectiveness Dimensions

Relationally .60
Appropriate

40

e Compronusing @ Integrating
20
e Obliging
.00
- 20
Avoiding e ¢ Dominating

-.40
Relationally

Appropriate  -.60

-.60 —.40 =20 .00 .20 40 .60
Ineffective Effective

Note. Coordinates (relational appropriatencss, effectiveness) for the above figure are as
foilows: Avoiding (-.23. -.19), Compromusing (.26, - 13, Dorminating (.-22, —.07),
Integrating (.24, .45), and Obliging ( 17, —.17).
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Figure 3
Average Standardized Regression Coefficients as Plotted on the
Situational Appropriateness and Effectiveness Dimensions

Situationally .60
Appropriate
40
Integrating
20
Compromising s * Dominaning
06 Obliging
-.20 s Avouding
—.40
Situationally
Inappropriate  —.60
-.60 -40 =20 00 20 40 .60
Ineffective Effective

Nore: Coordinates (s:tuational appropriateness. effectveness: for the above figure are
as follows: Avoiding (-.20. —.1%;. Comprorm:sing {.16. -.13), Domunating .15, .O7},
Integrating (.27, .45), and Obliging (.16. -.17.

As Figures 2 and 3 illustrate, the integrating style is clearly perceived most
favorably since it occupies @ position near the corners of the both plots. with
these corners representing an optimal combination of both effectiveness and
appropriateness. In contrast, the avording style is perceived quite unfavorably
because it occupies the corners that represents the poorest combination of effec-
tiveness and appropriateness {see Figures 2 & 3). Obliging, dominating. and
compromising occupy more central positions on both piots. Dominaung, how-
ever. is positioned as less relationally appropriate than either obliging or com-
promising. This suggests that Papa and Canary's (1995) prediction that oblig-
ing and dominaung would be differentiated by high versus low appropriateness
has merit, but that neither style may be perceived as particularly effective ot
ineffective. In addition, obliging and dominating appear to be differentiated by
relational appropriateness but not situauonal appropriateness. Finally, Papa and
Canary (1995) did not make predictions for the compromising style, although
from their reasoning it could be argued that compromising would occupy & cen-
trai position in the dimensional piot. as it does in Figures 2 and 3. Of course,
data from this study produced more complex paiterns than represented in these
simple two-dimensional grids. Thus, more detailed comparisons between the
conflict styles are presenied next.
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Integrating versus Dominating Styles

As predicted, the integrative style was generally seen as both appropriate
and effective. Three of the four regression models predicting effectiveness
included the integrating style as a positive influence on effectiveness judgments.
For the regression models predicting relational and situational appropriateness,
five of the eight models included the integraung style as a positive force. Thus,
the integrating style was most consistently judged as highly competent. This
finding is similar to those obtained in previous studies of conflict in close rela-
tionships (Canary & Spitzberg, 1987, 1989, 1990; Sillars, 1980). Thus, an inte-
grative conflict style, which is direct and cooperative, may be perceived as the
most competent across refational contexts inside and outside the organization.

While the finding that the integrating style is generally perceived as effec-
tive and appropriate 1s whully consistent with the competence mode!, when the
findings for both integrating and dominating are considered together they are
not completely in line with Papa and Canary’s (1995) model. According to their
model, dominating and integrating styles should be seen as equally effective.
However, this study suggests that integrating is the more effective style. Fur-
thermore. the analysis suggests that a concern for self is not isomorphic with
effectiveness. which involves actually achieving one’s goals. Indeed, although
both dominating and integrating strategies focus on the self, the integrating
style appears to be perceived as much more effective. Thus, one’s success at

chieving one’s own goals may be contingent not only on advancing one’s own
point of view, but also on considering the viewpoints of others.

It is noteworthy that the dominating style was seen as effective in one of
the regression analyses examining self-perceptions. However, this analysis
showed that both ntegrating and dominating were significant positive predic-
tors of effectiveness, with integrating accounting for more variance than domi-
nance. This suggests that dominating is most likely to be perceived as an effec-
tive strategy when combined with high Jevels of ntegrating. For example, an
organizatonal member who uses an integrating style most of the time but
becomes dominating when necessary may view her or himself as highly effec-
tive. Taken together, these results suggest that Papa and Canary’s (1995) grid
might be modified by placing dominating in a more central position on the
effectiveness cont:nuum, while jntegrating would remain at the extreme end.

Dominating versus Avoiding Styles

According to Papa and Canary (1995), both the dominating and avoiding
styies should be seen as inappropriate. However, their model also predicts that
these styles should differ in their levels of effectiveness, with the dominating
style perceived as relatively effective as compared to the avoiding style. Indeed,
according to the competence model, the avoiding style is the most incompetent
of the five styles identified in Rahim's inventory (Papa & Canary, 1995) because
it will be perceived as both inappropriate and ineffective. Results from the pre-
sent study generally support this prediction. but with a caveat—avoidance may
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be a stronger predictor of ineffectiveness than inappropriateness given that the
avoiding stvie emerged as a negauve predictor in three of the four models
focusing on effectiveness, but only in one of the eight modeis focusing on
appropriateness.

Dominating behavior may be reciprocal. In some of the analyses, the cor-
responding partner score on domunating negatively affected judgments of effec-
riveness and situational appropriateness. This suggests thai dealing with &
dominating partner may be difficult. affecting one’s own display of conflict
styles. Indeed, bivariate correlations showed that only perceptions of dominating
and integrating were similar across parmers. I other words, when one person
perceived that the partner engaged in dominant behavior, the other person was
also likely to see her or his partner as dispiaying dominance. Thus, dominance
may beget more domuinance. Avoidance, 1 contrast, did not show any reciprocal
effects. Thus, dominance may be ineffective because it both ignores the other
person's concerns and creates a reciprocat hostile environmeni. Avoidance may
he ineffective because it shuts off communication and leaves issues unresolved.

Taken together, the regression analyses and beta werghts suggest that
rather than placing the avoiding and dominating styles on opposite ends of the
effectiveness dimension in the competence model's gnd (with avoidance seen as
ineffective. and domunance seen as effective), it may be more accurate to predict
that avoidance is the most ineffective strategy, whereas dominance is some-
where closer to the middie of the contintum.

Obliging Style

The competence model predicis that individeals using an obliging styie are
perceived as appropriate but ineffective (Papa & Canary, 1995). In the present
study, there was little support for this prediction. Oniviwo findings emerged for
obliging across the regression anaiyses: First, when mdividuais designated as
Partner B saw themselves as obliging but not as integratng or domunating, they
tended 1o see themselves as ineffective. Second. when individuals designated as
Partner B reported using the obliging style but not the integrating style. they
perceived themselves as reiationally inappropriate. Given the limited significant
findings for obliging, this strategy may generally be perceived as relatively
benign. and therefore as neither effective nor highly appropriate. However,
there may still be times when obliging commurucation is seen as a relationally
positive strategy. especially if one person has more expertise than the other, or
one person cares a fot more about the conflict's outcome than the other. Oblig-
ing may also be seen as more appropriate for subordinates to use with saperiors
than vice versa. Thus. future studies may benefit by looking at how the obliging
style functions outside of the types of peer interactions investigated in the pre-
sent study.
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(3]

[N

Compromising Style

The competence model does not make specific predictions regarding the
compronusing style (Papa & Canary. 1995), although one could argue, based on
the logic behind the model, that the compromising styie would be seen as mod-
erately effective and appropriate. This prediction received mixed support. Some
of the analyses suggested that compromising may be perceived as somewhat
appropriate and effective, although integrating is seen as even more competent.
However. other analyses failed to show a significant association between com-
pronusing and the competency measures. These findings could be interpreted
(albert cautiously} as suggesting that the compromising style falls somewhere on
or near the midpoint of the appropriateness and effectiveness dimensions speci-
fied 1n the competence model, although in some cases compromising is per-
ceived as a moderately appropriate and effective style.

Eimitations and Additional Directions for Future Research

Although this study vielded promusing results that both add to and chal-
lenge existing theory and research on the competence model of conflict commu-
rication, a few lim:tations should be kept in mind. First. the participants in this
study were strangers and casual acquaintances. Therefore. they had little or no
history with one another, and may have had low investment in the task. To try
to combat the low investment issue, a prize was awarded for the best essay. Still,
this extrinsic motivation may have been imsufficient. Thus, our resuits may be

cst apphed to similar situations between coworkers who do not know one
another very well, and who are working together to make decisions that affect
others, but not themselves.

Another hmitation s that this study exanuned perceptions stemming only
from interaction between peers. As Rahim's work (Rahim, 1985, 1986; Rahim
& Bonoma. 1979 suggests, there may be important differences in how conflict
styles are perceived based on whether the disputants are co-workers, superiors,
or subordinates. It would be informative for researchers to determine whether
the domirant style is seen as more appropriate and effect:ve when used by supe-
riors as compared to subordinates or peers. Similarly, the obliging style might
be most appropriate when used by subordinates who are interacting with super-
visors.

Perhaps the most sigmficant limitation of this study 1s that our data are
from a simulated task performed by undergraduate students. It would be benefi-
cral to repeat the study using orgamizational members engaged in an actual
work-related task. or to have organizational members view group conflict inter-
action via videotzpes 10 rate how appropriate and effective the styles of the
group members are.

Finaily. one of the most puzzhing aspects of the present study is the incon-
sistency between Partner A and Partner B’s perceptions. Given random assign-
ment, we did not expect such inconsistency to occur. After checking for signifi-
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cant group differences in the demographic variables we collected {(e.g.. age.
career status) and failing to find any, we remain puzzled. Perhaps moderating
variables such as liking, trust, attraction or perceived expertise were distributed
differently across the two sub-samples despite random assignment. Unfortu-
nately, these types of moderating variabies were not measured in the present
study, leaving the door open for future research to test their effects.

Summary and Conclusion

In summary. data from this study demonstrate that an integrative conflict
style is perceived as both appropriate and effective, a dominating style is per-
ceived as particuiarly relationally iappropriate, and an avoiding styie is per-
ceived as particularly ineffective. The data also suggest that the compromising
style may be perceived as moderately appropriate and effective in some situa-
tions. These conclusions provide strong support for some of the competency
model’s predictions, particularly in regard to the integrating, dominating, and
avoiding styles. Yet the study also points to some potentiaily important modifi-
cations. The predictions for the dominating and avoiding styles may need to be
fine-tuned so that the dominating style is theorized to be more relationally inap-
propriate than the avoiding style, whereas the avoiding style is theorized to be
more ineffective than the dominating style. Finally, this study suggests that the
integrating, dominating, and avoiding styles associate more strongly with per-
ceptions of competence than do the obliging and compromising styles. and that
effectiveness, relational appropriateness, and situationa! appropriateness are
distinct components of communication competence. As more research is con-
ducted, the links between these five conflict styles and the three competence
measures will become even clearer, sc that researchers and orgamzational
members will have access to heipful information on how to best manage conflict
during the decision-making process.
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