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HOW CONFLICT MANAGEMENT STYLES PREDICT
THE ORGANIZATIONAL TRUST AND JOB SATISFACTION?
A CROSS SECTIONAL STUDY

Mehmet BICER?

ABSTRACT

The main purpose of this study is to explore the effects of conflict management styles such as integrating,
compromising, avoiding, dominating, obliging on organizational trust and job satisfaction of white-collar
workers. In accordance with this purpose, data were collected from 171 participants working in 11 companies
which are mainly operating in finance, manufacturing, logistics, iron and steel, food sectors in iskenderun and
Adana in Turkey. The correlation analysis results of the research revealed that conflict management styles have
statistically significant relationships with organizational trust and job satisfaction. Results indicated that
integrating, obliging, compromising have statistically significant and positive relations with organizational trust.
Furthermore, regression analysis results revealed that integrating, obliging and avoiding have positive effects
on job satisfaction whereas compromising and dominating have negative effects. Another important finding of
the research is that organizational trust has a positive effect on job satisfaction.
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CATISMA YONETIM TARZLARI, ORGUTSEL GUVENI VE iS TATMININi
NASIL ACIKLAR? KESITSEL BiR CALISMA

0zZ

Bu caligmanin temel amaci, tiimlestirme, 6diin verme, kaginma, hitkmetme ve uzlastirma gibi ¢atisma yonetimi
tarzlarinin beyaz yakali ¢aliganlarin 6rgiitsel giivenleri ve is tatminleri {izerindeki etkilerini aragtirmaktir. Bu
ama¢ dogrultusunda, Iskenderun ve Adana'da agirhkli olarak finans, imalat, lojistik, demir-celik, gida
sektorlerinde faaliyet gosteren 11 sirkette ¢alisan 171 katilimcidan veri toplanmistir. Aragtirmanin Korelasyon
analizi sonuglari ¢atigma yonetimi stillerinin orgiitsel giiven ve is tatmini ile istatistiksel olarak anlamli iligkileri
oldugunu ortaya koymustur. Sonuglar, tiimlestirici, uzlastirict ve 6diin verme tarzlarimin 6rgiitsel giiven ile
istatistiksel olarak anlamli ve pozitif iliskilere sahip olduklarini gostermistir. Bununla birlikte, regresyon analizi
sonuglari, tiimlestiren, uzlagtiran ve kaginma tarzlarinin ig tatmini tizerinde olumlu etkileri oldugunu gésterirken
o6diin verme ve hilkkmetmenin de olumsuz etkileri oldugunu ortaya koymustur. Orgiitsel giivenin is tatmini
iizerinde olumlu etkiye sahip olmasi aragtirmanin diger bir 6nemli bulgusudur.

Keywords: Catisma Yonetim Tarzlari, Orgiitsel Giiven, Is Tatmini

Introduction

Employees who spend considerable section of their time at work are involved in various
relationships with their colleagues, subordinates, superiors and other people outside the
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organization during the day. In every organization where the human factor is the input of
socialization, it is inevitable that there are inter-individual conflicts due to individual
differences (Sims, 2002). These conflicts have the ability to reduce or increase the
efficiency, effectiveness, change and development levels of organizations.

The notion of conflict is an important issue in management science as it can have
favourable or unfavourable effects according to the applied management styles. Conflict
can cause stress, resentment, insecurity and disturbance within the organization.
Disruptive consequences that may harm both the individual and the organization may
arise during the conflict. All of these negativities can lower the motivation level of the
employees and give rise to decrease the efficiency and productivity of the organization.
However, when the conflicts are well managed it is possible to create creativity, change,
development, a peaceful and safe organization climate in many organizations.

The emergence of conflict is directly related to the mutual confidence of
employees with other members of organization. Although conflict originates from
different ideas and approaches, the insecurity among employees is the most important
reason that triggers the interpersonal conflict basically. Therefore, trust between
employees within the organization is also an important factor affecting organizational
activities such as conflict elements positively and negatively. The effectiveness of an
organization depends on its ability of consistently improving its performance and to have
qualified employees who adopt the objectives of the organization. The most important
factor in the formation of organizational productivity and organizational affiliation is the
perception of trust among employees, managers and organization itself (Halis et al.,
2007).

Inter-individual relationships and organizational conflicts are the factors that
influence the job success and job satisfaction of employees. Job satisfaction and conflict
are important concepts for the organization and affect each other, since there are always
grounds for the existence of conflict in situations where individuals do not enjoy the work,
do not get satisfied (Altintas, 2007). Employees often demand flawlessly in their working
environment, about their business, their colleagues, their managers, and the job that they
provide opportunities for themselves. If they feel the lack of one of these, they can not
enjoy their work. In this case, individuals can not stay away from conflict with themselves
and with the organization (Elma, 1998). The source of the contributions (more than
expected) that the employee makes to the business and operation without any compulsion
is often the perceived confidence and job satisfaction (Yoon and Suh, 2003). We can say
that the formation or increase of feelings of satisfaction is also influenced by the trust of
employees. Increases in job satisfaction are observed according to the level of satisfaction
of trust and security within the organization.

The objective of this article is to develop a framework to examine the dual
relationship between conflict management styles, organizational trust and job
satisfaction. Literature information and theoretical approaches about conflict
management styles, organizational trust and job satisfaction processes were also
presented in this study.

It is considered that this study will contribute to the literature by its results as it is
one of the few studies on the relationships between conflict management styles,
organizational trust and job satisfaction. Due to time and cost constraints, this study has
some limitations. In other studies, interview and observation procedures may be preferred
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as data collection techniques instead of survey techniques. The use of different research
methods may lead to different results. However, different and comprehensive results can
be obtained with the data provided from more companies in different sectors.

In the further studies, it is thought that examining the relationship between conflict
management styles and organizational trust and job satisfaction sub-dimensions will
contribute more to the related field.

Conceptual Framework

Conflict Management Styles

Conflict is defined as “an interactive process manifested in incompatibility, disagreement,
or dissonance within or between social entities” (Rahim, 1992, p. 16). According to
Thomas (1992, p. 653) conflict is “the process that begins when one party perceives that
the other party has negatively affected, or is about to negatively affect, something that he
or she cares about” and he commentates conflict as an unpleasant occurrence that causes
adverse effects.

However, the conflict should not be considered as merely dysfunctional. On the
contrary, it can be constructive and transformative for new ideas, advancement and
development (Rahim, 1986; White, 1998). Fritchie (1995) distinguishes conflicts as ‘hot’
and ‘cold’. The author stated that hot clashing gives rise to innovativeness between the
parties, while in the cold clash communication is prohibited because conflict is refused.
For this reason, it is consequential to know the nature of the conflict and how it will be
efficiently managed.

According to definition of Kuhn and Poole (2000) conflict management style is a
widespread and coherent processing to the others and to conflict problems that revealed
by noticeable behaviors that together form common characteristics and patterns in course
of time. Conflict management style was measured with various taxonomies and continued
to be measured. One of the first conceptive design to categorize conflict styles refers to
the conflict that revolves around a simple collaboration and rivalry (Deutsch, 1949).
However, some suspicions have arisen as to the ability of the division into two to mirror
the intricacy of cognizance of conflict behavior (Ruble and Thomas, 1976; Smith, 1987)
and developed a new two-dimensional framework to classify conflict styles (Blake and
Mouton, 1964). There are many approaches to explain and classify forms of conflict, but
the five-style conflict management model based on two dimensions has the precedence
and more widely accepted dimensions (Blake and Mouton, 1964; Rahim, 1983, 1992;
Thomas and Kilmann, 1974). The most popular one among the suggested and preferred
models is the conceptualization of Rahim and Bonoma (1979). They have examined the
ways of solving interpersonal conflict on two main dimensions: concern for self and
concern for others. The first dimension expresses the degree (high or low) of the efforts
to compensate one's own anxieties, while the second dimension (high or low) expresses
the degree of the efforts of the person to supply the needs or worries of others. Those who
show a high degree of anxiety on their behalf show strong concerns to meet their needs
while those who are highly concerned about others show a high level of interest in
meeting the requirements of others (Rahim and Bonoma, 1979). As a result of unifying
these two dimensions, five different styles consist that explain the managing of
interpersonal conflicts: integrating (high concern for himself and others), obliging (show
moderate behavior for the two sides' concerns), dominating (high concern for their own
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interests, low concern for others’ interests and values), compromising (low for their own
concerns, high interest for others) and avoiding (low concerned and interest for both self
and others). These five styles cover the scale of conflict management approaches (Rahim,
1983, p.373).

Organizational Trust

Depending on the daily living conditions in business and social life, we can point out that
the concept of trust has been a topic of discussion and research recently on the agenda
both at the individual and organizational standards. We can state that trust is an important
part of our lives in terms of permanent relationships and achievements in the individual
and organizational spheres. Although it is regarded as important for all facets of social
and organizational life according to scientists and practitioners, the concept of trust
maintains its complexity and uncertainty. In general, experts acknowledge that
organizational trust has communication-based, dynamic, multi-facetedness and lack of
understanding. The issue of trust often arises when there is something at risk in any of the
parties involved (McAllister, 1995; Wicks and Berman, 2004). Mayer, et al., (1995, p.
712) specify the concept of trust as “the willingness of a party to be vulnerable to the
actions of another party based on the expectation that the other will perform a particular
action important to the trustor, irrespective of the ability to monitor or control that other
party”.

Organizational trust is expressed as an employee’s perception of support that
organization provides and the belief that the leader will be the right speaker and will stand
behind his word. In this sense, trust is the foundation of all internal relations both
horizontally and vertically (Mishra and Morrissey, 1990). Bromiley and Cummings argue
that if the organization does not have sufficient trust, the individuals will have to waste
more time and power to control others’ behavior in order to preserve their own benefits.
In addition, authors stated that, in the reverse case, the high level of trust between the
members of the organization would generally improve performance and ultimately it
would contribute to profitability (Bromiley and Cummings, 1996). Along with that, when
there is little or no organizational trust, employees show less job satisfaction (Driscoll,
1978) and as a consequence employees start to act in an attitude like "us against them"
that can affect their performance (Gilbert and Tang, 1998). According to Matthai (1989),
organizational trust refers to the belief that employees are consistent in their commitment
and behavior when confronted with an uncertain or risky situation. Shockley-Zalabak et.
al., (2000, p. 37) describe organizational trust as “the expectations individuals have about
networks of organizational relationships and behaviors”. Gilbert and Tang (1998, p. 322)
expressed organizational trust as “a feeling of confidence and support in an employer...
organizational trust refers to employee faith in corporate goal attainment and
organizational leaders, and to the belief that ultimately, organizational action will prove
beneficial for employees”. In addition researchers have argued that the determinants of
organizational trust are: work group loyalty, friendship centrality, obtaining information
(Gilbert and Tang, 1998).

Job Satisfaction

Job satisfaction, which is usually described as a rebound to the emotions of employees’
work, was first put out in the 1920s and its importance was understood in 1930-40. Job
satisfaction is a variable that is at the center of empirical and theoretical research of
organizational facts ranging from work design to audit (Spector, 1997). The concept has
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been included in the literature for the first time by investigated systematically in
motivation theories. Maslow’s (1943) Hierarchy of Needs Theory, Herzberg’s (1966)
Two Factor Theory, Vroom’s (1964) Expectancy Theory are the main motivation theories
that first examine job satisfaction (Kogel, 2001; Eren, 2000).

Porter and Steers (1973) asserted that job satisfaction reflects the cumulative level
of expected contentment of employees. Depending on this, employees hope that their
work will satisfy their preferences such as paying, promoting and autonomy. The extent
and stature of these predilections varies between individuals, but when the accumulation
of unfulfilled expectations is big enough, less job satisfaction and the withdrawal
behavior will be higher (Pearson, 1991). Herzberg and Mausner (1959) developed a two-
factor theory of job satisfaction. They assumed “satisfaction” and “dissatisfaction” as the
factors of their theory and also stated that these factors are separated and sometimes even
unbound. The factors based on the nature and the experience of the work was separated
as intrinsic factors (motivators) and identified as job satisfiers by the researchers. The
factors such as accomplishment, recognition, work itself and accountability were
classified as the intrinsic factors which motivate the job satisfaction. However, the
extrinsic factors which are company strategy, management, auditing, salary, interpersonal
relations and working conditions were identified as job ‘dissatisfiers’ and named
‘hygiene’ factors. The Motivation-Hygiene theory of Herzberg and Mausner contributed
to the evaluation and development of job satisfaction by influencing the studies on this
concept. According to Locke (1969, p. 317) job satisfaction is ‘‘the pleasurable emotional
state resulting from the appraisal of one’s job as achieving or facilitating one’s job
values”. Cranny, Smith, and Stone (1992, p. 1) express job satisfaction as ‘‘an affective
(that is, emotional) reaction to one’s job, resulting from the incumbent’s comparison of
actual outcomes with those that are desired (expected, deserved, and so on.)’” in another
definition. The factors that constitute the job satisfaction according to the definitions and
researches that have been accepted in the literature are divided into the factors which are
the personal and work-related factors. Personal factors are: age, gender, character, social
identity, education level, marital status, prospect, work experience, duration of service;
factors originating from work are specified as: general frame of work and difficulty grade
of it, wages, working conditions and job security, work stress, promotion prospects,
reward policy, participation rate of managers and employees in decisions (King, et al.,
1982; Simon, 1996).

Material and Methods

An applied research was conducted to determine the effect of conflict management styles
on organizational trust and job satisfaction within the scope of this study. For this purpose,
data were collected from 171 participants working in 11 companies mainly operating in
finance, manufacturing, logistics, iron and steel and food sectors in iskenderun and Adana
by means of convenience sampling method and survey technique. A cross-sectional
research was conducted in this study, which was designed with quantitative research
pattern and correlational research design. Descriptive findings were obtained as a result
of the research.

Population and Sampling

White-collar workers working in companies operating in various sectors in Iskenderun
and Adana constitute the sample of this study. Simple random sampling method was used

329



C.U. Sosyal Bilimler Enstitiisii Dergisi, Cilt 29, Say1 1, 2020, Sayfa 325-338

to collect data for analysis. Questionnaires were sent to a total of 11 firms operating in
finance, manufacturing, logistics, iron and steel, food sectors. The white-collar population
working at the middle or upper levels in the companies where the research data was
collected was determined as 296 people. Therefore, 296 surveys were sent to the firms
totally. 174 of them were returned and eventually 171 questionnaires were found proper
for the analysis of the research. Demographic characteristics of the sample are shown in
Table 1.

Table 1. Sampling Descriptive Statistics (n=171)

% Quantity
Gender Female 43.9 75
Male 56.1 96
20-29 21.1 36
Age 30-39 46.2 79
40-49 25.7 44
50-59 7 12
College 18.7 32
Education Status University 62 106
Master’s/Doctorate 19.3 33
Finance 14.6 25
Human Resources 5.8 10
Production 16.4 28
Sales&Marketing 30.5 52
Department Public Relations 7.6 13
Account 8.2 14
Administration 2.9 5
Quality Control 7 12
R&D 7 12

As it shown in Table 1, 43.9% of the participants who answered the survey
questionnaire were female (n=75) and the remaining 56.1%1 were male (n=96). The
majority of participants were in the age range of 30-39 (46.2%; n=79). 62% of
respondents have university degree (n=106) and %19.3 have master’s/doctorate degree
(n=33). Participants in 9 different departments contributed to the study by responding the
research questionnaire. Participation was mostly from sales&marketing (30.5%; n=52),
production (16.4%; n=28) and finance (14.6%; n=25) departments.

Scales

Conflict Management Styles Questionnaire: ROCI Il (The Rahim Organizational
Conflict Inventory Il) developed by Rahim (1983) was used to measure the conflict
management styles. The scale was designed to measure five independent dimensions of
conflict management styles: Integrating (IN), Obliging (OB), Dominating (DO),
Avoiding (AV), and Compromising (CO). The scale consists of 28 items and was
arranged according to 5-point Likert scale (1-strongly disagree, 5-strongly agree).
Organizational Trust Questionnaire: A four-item scale advanced by Tyler and Bies
(1990) was used to evaluate the organizational trust perceptions of employees. The results
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of confirmatory factor analysis carried out by Polat (2009) showed that the scale had a
good fit in terms of the strength of measuring organizational trust of employees (Polat,
2009, p. 164). Scale created in 5-point Likert style (1- strongly disagree, 5-strongly
agree).

Job Satisfaction Questionnaire: The scale developed by Brayfield and Rothe (1951)
was preferred to determine the job satisfaction levels of the participants. The scale has
one factor structure including five items. Scale designed in 5-point Likert style (1-
strongly disagree, 5-strongly agree).

Organizational trust (Tyler and Bies, 1990) and job satisfaction (Brayfield and
Rothe, 1951) variables were tested in one dimension in the research model. On the other
hand, factor analysis was used to test the structural validity of the conflict management
styles scale. The Kaiser-Meyer-Olkin (KMO) test showed that the sample size was
sufficient for factor analysis (KMO=.808; > .50). The Barlett’s Test results are
meaningful on account of indicating whether the data for conflict management styles are
normally distributed (4693.574, p< .01). The conflict management styles variant which
has five independent dimensions (integrating, compromising, dominating, avoiding,
obliging) originally (Rahim, 1983) has been tested in four independent dimensions. The
results of the factor analysis revealed the integrating and obliging dimensions as the only
one factor (in&ob) depending on the responses given by the participants. From here, we
can argue that participants perceive integrating and obliging expressions in the same way
in the research questionnaire. Because the factor loading of integrating expressions is
higher the first dimension will be partly referred to as integrating in other analysis of the
study.

Table 2. Reliability Statistics

. . . Cronbach
Variables Dimensions N of Items Alpha (a)
Integrating 6 0.896
Compromising 6 0.864
Conflict Dominating 5 0.886
Management Avoiding 6 0.867
Styles Obliging 5 0.891
Conflict Management Style 28 0.880
Scale
_Cr) rganizational Organizational Trust Scale 4 0.894
rust
Job . .
Job Satisfaction Scale 5 0.900

Satisfaction

(a>0,70) value is taken as the criterion to accept scale reliabilities in this study.
The general Cronbach’s Alpha (o) value of the scales was found to be 0.892. The
reliability coefficients was calculated 0.880 for the conflict management style scale;
0.894 for the organizational trust scale and 0.901 for the job satisfaction scale. Cronbach's
alpha (o) values for variables are shown in Table 2. As it can be seen in the table
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Cronbach’s Alpha reliability coefficients for the variables and subscales of the study were
found to be above the acceptable level of reliability (o> 0.70).

Findings

Correlation Analysis

Correlation coefficients, means and standard deviations for the variables of the research
model are shown in Table 3.

Table 3. Means, Standart Deviations and Correlations
St.

Means Dev oT JS
Integrating (In&Ob) 4,015 728 282" 4727
Compromising 3.193 .846 .344™ .096
Avoiding 3.270 1.082 A11 242
Dominating 3.323 962 142 -.176"
Organizational Trust 3.570 876 1 .000
Job Satisfaction 3.085 .988 1

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

It has been determined that there are statistically significant and positive relations
between integrating (in&ob) (r=.282, p<0.01), compromising (r=.344, p<0.01) and
organizational trust. However, there were no statistically significant relationships
between avoiding, dominating and organizational trust. Statistically significant
relationships were tested between all subscales of conflict management styles and job
satisfaction, except compromising. Also, as it is shown in Table 3, dominating (r=-.176,
p<0.05) were significantly but negatively related to job satisfaction. On the other hand,
job satisfaction has statistically significant and positive relations between integrating
(in&ob) (r=.472, p<0.01) and avoiding (r=.242, p<0.01).

Conflict Management Styles and Organizational Trust

The relationship between employees’ conflict management styles and their organizational
trust levels has been tested within conceptual model of the research. The results of the
analysis are shown in Table 4.

Table 4. Conflict Management Styles and Organizational Trust Regression Analysis
Coefficients

Unstandardized Standardized
Model Coefficients Coefficients t p.
B Std. Error Beta
(Constant) 1.247 .068 .000 1.000
In&OB .282 .068 .282 4,139 .000
Co 344 .068 344 5.059 .000
AV JA11 .068 A11 1.625 .106
DO 142 .068 142 2.091 .038

Dependent Variable: Organizational Trust R? = 0,231 ; F= 12,434 ; Sig. = 0.000
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As it is shown in the table it is understood that the model is valid (F=12.434) and
meaningful at the level of sig. .000. The adjusted R? value of the model is determined as
0.230. According to this, it can be said that conflict management styles explain 23% of
the changes in organizational trust. It was identified that there was no statistically
significant relationship between the avoiding (p=.106, p >.05) and organizational trust.
It has been found that other sub-dimensions have positive effects (integrating, B= .282;
compromising, B=.344; dominating, B=.142) on organizational trust and have
statistically significant (p< .05) relationship between organizational trust. It has been
determined that organizational trust is most affected by compromising (.344) style of
conflict management.

Conflict Management Styles and Job Satisfaction

Within the conceptual model of the research, the relationship between conflict
management styles and job satisfaction is also examined. The results of regression
analysis for the relationship between the variables are shown in Table 5.

Table 5. Conflict Management Styles and Job satisfaction Regression Analysis
Coefficients

Unstandardized Standardized
Model Coefficients Coefficients t p.
B Std. Error Beta
(Constant) 1.482 .064 .000 1.000
In&OB 472 .064 472 7.379 .000
Co -.127 .064 -127 1.506 .034
AV 242 .064 242 3.788 .000
DO -176 .064 -.176 -2.758 .006

Dependent Variable: Job Satisfaction
R? = 0,322 ; F= 19,669 ; Sig. = 0.000

The value of F (19.669) is valid at the level of 0.000 (sig.) indicates the validity
and significance of the research model. Besides this, the findings of the analysis reveal
conflict management styles express 32.2% (adjusted R?) of job satisfaction. Statistically
significant relationships (p< .05) were found between all sub-dimensions of conflict
management styles and job satisfaction. Integrating (B=.472, p=.000) and avoiding (B=
242, p= .000) have positive and significant effects on job satisfaction however
compromising (B=-.127, p=.034) and dominating (B=-.176, p= .006) have negative
effects on job satisfaction.

Organizational Trust and Job Satisfaction

The consequences of the regression analysis revealing the relationship between
organizational trust and job satisfaction are given in Table 6. Concepts within the scope
of the research model have been studied in this study in one dimension.
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Table 6. Organizational Trust and Job satisfaction Regression Analysis
Coefficients?

Unstandardized Standardized
Model Coefficients Coefficients t p.
B Std. Error Beta
(Constant) 1.312 112 .000 .000
JS 647 .036 647 3.648 .000
Dependent Variable: Job Satisfaction R? = 0,489 ; F= 23,257 ; Sig. = 0.000

The results indicate that there is a statistically significant relationship (F=23.257,
p=.000) between organizational trust and job satisfaction and also the research model is
valid and significant. The findings present organizational trust accounts for 48.9%
(adjusted R?) of variance on job satisfaction. Also as it shown in the table, it was stated
that organizational trust have a statistically significant positive effect (B=.647, p=.000)
on job satisfaction of employees.

Conclusion and Discussion

It was previously pointed out that the main objective of this study is to determine impacts
of the conflict management styles on organizational trust and job satisfaction of white-
collar workers. In the previous sections of the study, literature information was first
presented about the concepts covered by the research model. Then, correlation and
regression analysis were also conducted to determine relationships between the concepts.
According to the results of the factor analysis, conflict management styles were
considered as 4 dimensions in this study depending on the answers given to the
participants' survey questionnaire. Integrating and obliging are considered as one
dimension. Because the factor loading of integrating expressions is higher, the first
dimension was referred to as integrating in the analysis.

The correlation coefficients showed that conflict management styles were
generally positively correlated with organizational trust and job satisfaction at the levels
of significance of 0.01 and 0.05. There are statistically significant and positive relations
between integrating (in&ob) (r=.282, p<0.01), compromising (r=.344, p<0.01) and
organizational trust. These results have similarities with the findings obtained from earlier
empirical studies; Rahim and Buntzman (1989), Ozgan (2011), Chan, et al. (2008) and
Toprak et. al. (2017). Although managers’ conflict management styles relations were
tested in these studies, the results of this study are supported. Chan and others (2007)
noted that the conflict management styles of superiors affect the behaviors of the
subordinates. Researchers argue that effective conflict management styles in the
organization further the social exchange process of the workers and so on employees'
positive job attitudes will be encouraged. Supporting this, according to the findings of
this study, it can be said that the level of organizational trust increases in the same way
when employees exhibit compromising and benevolent behaviors that are sensitive, fair
and responsive to their own and others' interests. For all that, there were no statistically
significant relationships between avoiding, compromising and organizational trust.
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Statistically significant relationships were tested between conflict management
styles and job satisfaction. This finding is consistent with similar studies (Altintas, 2007;
Ozdemir, 2008; Ungiiren, et al., 2009; Demireli and Munzur, 2012; Choi, 2013). In
contrast, dominating were significantly but negatively (r=-.176, p<0.05) related to job
satisfaction. This finding shows that ascendent, oppressive and dominant behaviors,
attitudes of the individuals to each other in the working environment negatively affect the
job satisfaction levels of the employees. Depending on this, it can be stated that as these
behaviors increase, the level of job satisfaction of employees will decrease. Integrating
(in&ab) (r=.472, p<0.01) and avoiding (r=.242, p<0.01) have statistically significant and
positive relations between job satisfaction. In work environment where individual
exhibits high concern for himself and others and also shows moderate behavior for the
two sides' concerns positive increases in job satisfaction will be observed. The same
results have also shown that job satisfaction levels of employees are partially and
positively influenced in environments in which behaviors are exposed to problems, which
are insensitive and indifferent to events. Furthermore, according to the correlation
analysis results a statistically significant relationships between compromising and job
satisfaction was not identified.

According to regression analysis results, conflict management styles have
significant and positive effects on organizational trust (R?=0,231; p<0.000) and job
satisfaction (R?=0,322; p<0.000) of employees. Integrating (.282), compromising (.344)
and dominating (.142) have positive effects on organizational trust. It has been recognized
that compromising styles of the individuals have the most positive influence on
organizational trust of employees. Another findings of regression analysis revealed that
conflict management styles signifies 33% (adjusted R?) of job satisfaction. Statistically
significant relationships (p< .05) were found between all sub-dimensions of conflict
management styles and job satisfaction. Integrating (.472) and avoiding (.242) have
positive and significant effects on job satisfaction, however compromising (-.127) and
dominating (-.176) have negative effects on job satisfaction. Meaningful and positive
relationships were determined between organizational trust and job satisfaction which
were examined in one dimension in this study. Within the context of bilateral
relationships between concepts, organizational trust explains about 49% (adjusted R?) of
the changes on job satisfaction. Analysis results also showed that organizational trust
(.647) positively affects job satisfaction of employees. Similar results can be seen in
various earlier empirical studies examining these concepts. For example, Oldham, (1975);
Robinson, (1996), Cunningham and MacGregor, (2000); Arnold, et al., (2001); Lee et al.
(2013); Giiger and Demirag (2014); Perry and Mankin (2007) also identified that
organizational trust has positive effects on the job satisfaction and positive trust
perceptions of employees across the organization increase job satisfaction levels of the
employees.
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