
INTRODUCTION

Healthy self-concept plays a great role in
social values. In the development of the societ-
ies, it is crucial to acquire human development
through value education. In this respect, con-
flict resolution strategies make societies under-
stand the nature of value systems and become
an opportunity to enhance the societal struc-
ture. Therefore, concentrating on conflict reso-
lution strategies is an alternative way to make a
value based systems in society. As social equi-
ty and national unity, democratic spirit, solidar-
ity, equality makes a tolerance to resolve con-
flicts in enhancing personal integrity for the so-
ciety. When the value system is established,
conflict resolution in education becomes a me-
dium for the quality of education (Baker 2015).
There are a lot of different perspectives about
conflict management but three main steps of
successful conflict management can be summa-
rized as knowledge, attitudes and skills (Mc-
Corkle and Reese 2016: 1). While all studies on
conflict management deal with concepts related
to the issue, they also emphasize the inevitabil-
ity of conflict at individual or organizational lev-
el. Although literature studies pay attention on
conflict management, this study puts forward to
human development through value education
as regards to the conflict management in terms
of anthropological and sociological implications

within the society (Salomon 2006; Manatos et
al. 2015).

Conflict is an inevitable concept in every
context of human interaction (Karip 2013:1). In
today’s world, especially in big companies, a lot
of problems occur between workers. These prob-
lems may occur in a “Cold war” manner, which
can be defined as a situation of negative peace
(Lutmar and Miller 2016: 9). There are various
opinions and thought movements in regards to
the definition of organization and its develop-
mental process. Regardless of how an organiza-
tion is analyzed, either through the Classical
Organization Theory of Max Weber or via the
Neo-classical Organization Theory, one can
clearly see the existence of conflict as data. The
common point, where various thought move-
ments on organizations meet, is that conflict with-
in organization should be kept at the lowest lev-
el and cooperation, harmony and productivity
should be realized as organizational ideals (Aydin
2013:153).

Is it possible for any group to work in full
harmony forever? If considering the long histo-
ry of conflict the answer is clearly no. As J.C.
Scott (1995) states in his Domination and the
Arts of Resistance: Hidden Transcripts, an old
Ethiopian proverb says, “Clever peasant kneel
down on behalf of his grand master and farts
quietly.” When one mentions the term “conflict”,
one should be aware of how far one goes for the
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beginning of this problem in the history of man-
kind. The idea, which accepts communicat-ion
as a term, which stands in the center of conflict,
there are a lot of different theories and practices
for conflict management (Clarke and Peterson
2016: 2). Eventually, today’s scientific perspec-
tive leads one not to hate conflicts and not to
ignore them, but to lead them. “Is it possible for
any group to work in full harmony forever?” The
answer to this question will directly influence
the perspective of the concept of organizational
conflict. Employees of many organizations, in-
cluding education institutions and companies,
express their concerns regarding the incompati-
bility and negative energy within organizations
and relate this mostly to their own unluckiness
or bad career choices. Moreover, according to
some resources, managers spend forty percent
of their time trying to resolve the conflicts of
their staff (Baskerville 1993; Karim 2013: Pref-
ace). In the circumstances of capitalist moderni-
ty, conflicts are also related to the psychology
of individuals. “Ruthless competition and ava-
rice is very destructive for our serenity as a
member of society, and almost everybody has
fear, depression and lack of self-confidence in
his or her life” (Chomsky 2013: 37). Although
humans are willing to think that education sys-
tems and schools are in a key position to man-
age conflicts in society and also for teaching
conflict management skills to future generations,
there are some writers like Ivan Illich who claim
that education systems and schools are the main
source of class conflicts and authoritarian men-
tality, which destroys free thinking and creativ-
ity (Illich 2014: 15). In the progress of education
policymaking, writers like Illich can be found to
be too much philosophical. “It is unusual for
philosophers to be directly invited to partici-
pate in processes of policymaking” (McLaugh-
lin 2000: 441; Winstanley 2013: 26). In the case
of conflict management and education, the re-
searchers believe that both philosophical ideas
and policymaking should be used in order to
improve conflict resolution and management in
education and society.

Both concepts of organization and conflict
can show differences according to their pers-
pectives. According to Mayer, the concept of
conflict in daily use involves meanings such as
violence, destruction, grudges, fights and war
(Mayer 1995). It is very  natural for thought move-
ments with different perspectives towards or-

ganizations to view conflict in organizations dif-
ferently as well. The existence of conflict, from
bureaucratic theory, is seen as proof of deterio-
ration and downfall in organizations, and the
failure of management at planning and control-
ling stages. Within human relations, however, it
is thought of as the proof of failure and negativ-
ity when developing appropriate norms within a
group (Aydin 2013: 153).

Henricks defines conflicts at three stages.
The first stage is seen as daily routine problems.
The opposition between parties’ increases and
it becomes more difficult to solve the problem at
the second stage. At the third stage, opposing
sides focus on doing physical or psychological
harm rather than winning or become fully de-
tached (Henricks 1991; Karip 2013: 11). Under-
standing the conflict and identifying which of
these stages the conflict is at requires the as-
sessment of the following, that is, problem reso-
lution processes, problem resolution behavior,
the relationship with the other party, communi-
cation, goals, approach to the other side, deci-
sion-making manner, the necessity for third par-
ties involvement and possibility of interference,
potential outcomes of the conflict, and the pos-
sibility of getting out of control during the con-
flict process (Karip 2013: 12).

The inevitability of conflict as a concept for
an organization brought conflict management
about as a methodology. Thus, conflict man-
agement, with its own goals for the sake of the
organization and the systems within the organi-
zation, is natural. The important point here is
that, different from Classical Organization The-
ory and Neo-classical Organization Theory, the
contemporary approaches do not consider con-
flict as a pathological case to be prevented. Rath-
er, they aim to benefit from the energy originat-
ing from the conflict for the interest of the orga-
nization. The significant point here is whether
the participants of the conflict are motivated to
work with the system or destroy it (Aydin 2013:
155).

The research has already mentioned that with
the contemporary approach, the main purpose
of conflict management is to orient conflict in a
way that would benefit the organization rather
than destroying the conflict. Perhaps the most
important step to be followed towards this goal
is to train organization members about conflict
management before conflict arises, and thus,
prevent conflict from escalating. It is important
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for members of an organization to openly talk
about conflict, discuss what it is and learn about
the strategies and tactics that ameliorate it, in a
way that would be beneficial for all members
before it is needed (Aydin 2013: 158).

A movement called “A Possibility View” op-
poses the attempts that are motivated by draw-
ing the borders of conflict. It argues that the
suggested global qualified applications and prin-
ciples for defining and managing conflict will be
invalid on their own (Thomas and Bennis 1972:
20; Aydin 2013: 159).

An approach that defines conflict as a pro-
cess requiring continuity with the mutual interac-
tion of the units within or outside an organization
was suggested by Kenneth Thomas. In this mod-
el, the event originates from the relationship be-
tween the parties. The party who believes that he
or she is obstructed on any issue reacts in a
vengeful way to the other party and this contin-
ues with chain-like reactions (Blake et al. 1964:
18; Aydin 2013: 160).

The “Constructive View” towards conflict
defines conflict based on the conditions that
influence human behavior. Communication prob-
lems arising from the bureaucratic relations be-
tween units within an organization can be in this
category. Moreover, an individual’s personality
features or positive and negative social norms,
which may influence the productivity within the
organization, can also be important factors of
conflict (Aydin 2013).

While discussing conflict in organizations,
the most significant point to be highlighted in
the literature of conflict in organizations is the
shift from the concept of “conflict to be avoid-
ed” towards the concept of “conflict to be man-
aged”. Perhaps the organizations had to carry
out certain assessments in light of their almost
100 years of experience in order to realize this
shift. One of the most important of these is the
inevit-ability of conflict in an organization. All
organizations face conflict in certain conditions
regardless of the organizational structure and
the human material involved. Another signifi-
cant finding is related to the possibility of ori-
enting the concept of conflict, which is acknowl-
edged as inevitable for an organization, rather
than against it. From this point on, organiza-
tions are categorized not as places with “good
conflict” or “bad conflict”, but rather as “orga-
nizations that manage conflict nicely” or “orga-
nizations that manage conflict badly”. At this

point, “Effective Conflict Management” creates,
a whole methodology leading to parallel con-
structive approaches such as “Win-Win”, which
in turn transforms conflict into a bonus for the
organization from a risky, problematic issue.

 Objective of the Study

The main aim of this study is to evaluate the
studies on Conflict Management through con-
tent analysis. In this regard, helping to identify
the categories of studies on Conflict Manage-
ment, and revealing the dimensions of this issue
are the main purposes of this study. In this re-
spect, this content analysis creates a road map
of diffusing value education and conflict reso-
lution in primary schools in order to construct a
model in society for anthropological and socio-
logical implications from early ages.

METHODOLOGY

The current research is a descriptive study
based on a screening model evaluating the stud-
ies on conflict management through content
analysis (Cresswell 2005). Data for the research
has been collected through a document analy-
sis method. 30 Master and three PhD Theses
published between 2008 and 2014 have been re-
viewed through the National Theses Archive of
the Higher Education Council.

The studies reviewed in this research have
been categorized based on their research type,
topic areas, publication years, research models,
methods used in research, data collection tools,
and sample and population. The collected data
was analyzed through descriptive statistical
(percentage and frequency) methods. The fol-
lowing criteria have been considered while ana-
lyzing data, that is, publication type of the re-
viewed studies, distribution of studies based
on topic areas, distribution of studies based on
publication years, distribution of studies based
on the universities published, distribution of
studies based on method type, and distribution
of studies based on data collection tools (Den-
zin and Lincoln 2002; Miles and Huberman 1994).

The study explores themes based on fre-
quency and percentages as clustering. There is
an aim of conducting a thematic analysis based
on the ladder of analytical abstraction. The lad-
der of analytical abstraction becomes a frame-
work in the methodology by summarizing and
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packaging data, repackaging and aggregating
the data, and developing and testing proposi-
tions within the explanatory framework. Verifi-
cation of categories was done by shared cross
checking of researchers’ findings, and matrix
analysis to establish validity and reliability (Miles
and Huberman 1994).

This analysis created a base on how to dif-
fuse value education and healthy self-concept
in primary school context in order to construct
model framework for the welfare of the society.

FINDINGS

Theses written at postgraduate level and
publications on Conflict Management have been
reviewed for this study in an effort to determine
the research trends in the field. This section pre-
sents findings from the studies on Conflict Man-
agement in parallel to the aim of this study.

Findings Regarding the Publication Type of
the Studies on Conflict Management

Table 2: Distribution of studies based on topic areas

Topic areas F %

Conflict Management Strategies of 18 54
Managers
Conflict Management and Leadership 1 3
Relationship between Conflict 2 6
Management and Organisation Culture
and Organisation Climate
Relationship between Conflict 2 6
Management, Job Satisfaction, Self-
Satisfaction and Gender
Conflict Management and Interpersonal 4 12
Communication Skills
Relationship between Emotional 3 9
Intelligence and Conflict Management
on the basis of Managers
Other 3 9

Total  33 100

managers. It can be easily observed that most
researchers assume that the position of “Man-
ager” is the key position in managing and solv-
ing the conflict.

Findings Regarding the Distribution of
Studies on Conflict Management based on
Publication Years

It can be seen from Table 3 that the highest
number of studies on Conflict Management was
carried out between 2008-2009. However, it is
also possible to say that studies decreased nu-
merically between 2011 and 2013.

Findings Regarding the Distribution of
Studies on Conflict Management based on
Published Journals

When Table 4 is reviewed, it is possible to
say that the highest number of studies was done
at Yeditepe and Maltepe University. It can be
said that these two institutions are in leading
positions as they have more publications. The
reasons why specially these universities have
the lead position in this area is not the subject of
this article, but by regarding the importance of
conflict management by means of education
policies and institutional progress. The univer-
sities should be congratulated for such efforts.

It can be seen from Table 1 that ninety per-
cent of the studies are Master’s theses, while
ten percent are PhD theses. Hence, it is observed
that studies on Conflict Management are most-
ly done at Masters level.

Findings Regarding the Distribution of
Studies on Conflict Management based on
Topic Areas

It can see in Table 2 that fifty-four percent of
the studies on Conflict Management focus on
the topic of the Conflict Management Strategies
of Managers. The second trend is shown to be
Conflict Management and Communication Skills.
It is a common approach in the literature to eval-
uate the issue of Conflict Management through
Table 3: Distribution of studies based on the year of publication

Year 2006 2007 2008 2009 2010 2011 2012 2013 2014

Issue 1 2 9 9 3 1 2 1 4
% 3 6 27 27 9 3 6 3 1 2

Table 1: Publication type of the studies

Type of publication F %

Master Thesis 30 90
PhD Thesis 3 10
Total 33  100
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Findings Regarding the Distribution of
Studies on Conflict Management based on
their Methods

It is an interesting finding that all of the stud-
ies on Conflict Management adopted quantita-
tive methods, and that none of them adopted a
mixed method approach. In this regard, it would
be scientifically beneficial if future studies would
at least adopt a different methodological ap-
proach (Table 5).

All of the studies of this topic define them-
selves as descriptive studies, and they measure
the relationship of certain data regarding Con-
flict Management (Table 6).

Table 4: Distribution of articles based on journals

Name of  journal f %
T.C. Maltepe University 5 15
T.C. Sakarya University 3 9
T.C. Usak University 1 3
T.C. Ege University 1 3
T.C. Yeditepe University 6 18
T.C. Beykent University 2 6
T.C. Mehmet Akif Ersoy University 1 3
T.C. Celal Bayar University 1 3
T.C. Firat University 1 3
Orta Dogu Teknik University 1 3
Gazi University 1 3
Eskisehir Anadolu University 3 9
T.C. Gazi Antep University 2 6
Yildiz Teknik University 1 3
T.C. Akdeniz University 1 3
T.C. Okan University 1 3

Total 33 100

Table 5: Distribution of studies based on their
methodological approaches

Methodological approaches F %

Quantitative method 33 100
Qualitative method 0 0
Mixed method 0 0
Total 33 100

Table 6: Distribution of studies according to their
methods

Method f %

Experimental study 0 0
Descriptive study 33 100
Methodological study 0 0
Literature review screening 0 0

Total 33 100

Findings Regarding the Distribution of
Studies on Conflict Management based on
Data Collection Tools

The researchers have already stated that
studies on Conflict Management predominantly
used quantitative methods, and it can be seen from
Table 7 that scales are the most frequently used
data collection tools followed by questionnaires.

DISCUSSION

If a short review was done, research can high-
light the most significant issue in the literature
of conflict in organizations as the shift from the
concept of “conflict to be avoided” towards the
concept of “conflict to be managed”. Perhaps
organizations had to carry out certain assess-
ments in light of their many experiences in order
to realize this shift. One of the most important of
these is the inevitability of conflict in the orga-
nization. All organizations face conflict in cer-
tain conditions regardless of the organizational
structure and the human material involved. An-
other significant finding is related to the possi-
bility of orienting the concept of conflict, which
is acknowledged as inevitable, for the organiza-
tion, rather than against it. From this point on,
organizations are categorized not as places with
“good conflict” or “bad conflict”, but rather as
“organizations that manage conflict nicely” or
“organizations that manage conflict badly” (Win-
stanley 2013). At this point, “Effective Conflict
Management” creates a whole methodology
leading to parallel constructive approaches, such
as “Win-Win”, which in turn transforms conflict
into a bonus for the organization, from a risky,
problematic issue (Mclaughlin 2000). This study
has original value and contribution to create a
framework on conflict management and resolu-

Table 7: Distribution of studies according to data
collection tools

Data collection tool F %

Scale 27 81
Questionnaire form 6 19
Semi-structured interview form 0 0
Personal information form 0 0
Observation form 0 0
Document 0 0
Achievement test 0 0
Problem scenarios 0 0

Total 33 100
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tion in order to integrate primary school context
for diffusing healthy self-concept and value ed-
ucation for the welfare of the society (Danesh
2006).

CONCLUSION

This study is different from other studies in
terms of conflict management with supporting a
framework on conflict resolution and value edu-
cation. Conflict management is definitely very
important in all sectors but when one talks about
education, one must also consider that within
the education institutions there are two objec-
tives by means of conflict management. First is
to manage conflicts within the education insti-
tution as much as possible, and second is to
teach better conflict management skills to the
future generations. Without the first objective,
actually it would not be possible to teach or
learn anything effectively in education institu-
tions. The second step will specifically improve
and guarantee the future generations to deal,
solve and use the energy of conflict positively
for better raised education and generations.
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