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The purpose of the present research is to investigate the relationships between 

conflict management styles (CMSs) and job performance (JP). The moderating role 

of emotional intelligence (EI) on the relationship between predictors and job 

performance was also investigated.  Organizations the world over today have moved 

through complex changes, witnessing a number of transformations, rapid revolutions, 

and challenges, especially within an organization’s strategy, structure, practice and 

paradigm. Such challenges happen in Malaysia too, including in the construction 

industry which contributes to the Malaysian economy and infrastructure 

development of the country. The nature of the construction industry is vulnerable 

and sensitive. The employees play a crucial role in gaining competitive advantage 

for the industry and need to demonstrate high job performance to achieve this.  

 

 

The present study used a survey design to achieve its objectives. Simple random 

sampling was employed in this study. A total of 200 usable questionnaires were 

obtained from selected construction companies in Selangor and Wilayah Persekutuan 

Kuala Lumpur.  The Structural Equation Modelling (SEM) technique was used for 

data analysis. 

 

 

The findings revealed that there is a significant relationship between employees 

CMS and JP. Therefore it is concluded that employee’s conflict management styles 

affect their job performance.  This study indicated that the construction employees 

seem to be employing the “positive” style of conflict management which are 

integrating, compromising and obliging.  This is an important finding that CMS 

practices are found to be crucial and related to increase employees’ job performance. 

This study also confirms that EI moderates the relationship between CMS and JP. 
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The presence of emotional intelligence would strengthen the relationship between 

CMS practices and employee job performance. 

 

 

Finally, it is suggested that the organization must adopt effective CMS and to 

develop employees EI to improve employees JP the of the organization. Training 

programs on conflict management and emotional intelligence are needed to improve 

their job performance. 
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Mac 2017 

 

 

Pengerusi  : Profesor Madya  Lailawati Mohd Salleh, PhD 

Fakulti    : Sekolah Pengajian Siswazah Pengurusan, UPM 

 

 

Tujuan penyelidikan ini adalah untuk mengkaji hubungan antara gaya pengurusan 

konflik dan prestasi kerja. Peranan kecerdasan emosi dalam hubungan antara 

peramal dan prestasi kerja juga disiasat. Organisasi di dunia hari ini telah melalui 

perubahan kompleks, menyaksikan beberapa transformasi, revolusi yang cepat dan 

cabaran, terutama dalam strategi, struktur, amalan dan paradigma. Cabaran 

sedemikian juga berlaku di Malaysia, termasuk industri pembinaan yang 

menyumbang kepada ekonomi Malaysia dan pembangunan infrastruktur negara.  

Industri pembinaan amat terdedah dan sensitif. Para pekerja memainkan peranan 

penting dalam memperoleh kelebihan daya saing bagi industri dan perlu 

menunjukkan prestasi kerja yang tinggi untuk mencapai matlamat ini. 

 

 

Kajian ini menggunakan reka bentuk tinjauan untuk mencapai matlamatnya. 

Pensampelan rawak mudah digunakan dalam kajian ini. Sejumlah 200 borang soal 

selidik telah diperolehi daripada syarikat pembinaan terpilih di Selangor dan 

Wilayah Persekutuan Kuala Lumpur. Teknik  (“SEM”) digunakan untuk analisis 

data. 

 

 

Hasil kajian ini menunjukkan bahawa terdapat hubungan yang signifikan antara gaya 

pengurusan konflict pekerja dan prestasi kerja. Oleh itu, dapat disimpulkan bahawa 

gaya pengurusan konflik pekerja memberi kesan kepada prestasi kerja mereka. 

Kajian ini menunjukkan bahawa pekerja pembinaan menggunakan gaya pengurusan 

konflik yang "positif" iaitu  gaya integrasi, kompromi  dan  obligasi. Ini adalah satu 

penemuan penting bahawa amalan gaya pengurusan conflict  di dapati penting dan 

berkaitan dengan peningkatan prestasi kerja pekerja. Kajian ini juga menegaskan 

bahawa telah wujud kesan kecerdasan emosi  di antara hubungan gaya pengurusan 
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konflik  dan prestasi pekerja. Kehadiran kecerdasan emosi akan memperkuat 

hubungan antara amalan gaya pengurusan konflik  dan prestasi kerja pekerja. 

 

 

Akhirnya, adalah dicadangkan bahawa organisasi perlu menggunakan gaya 

pengurusan konflik yang berkesan dan menerapkan pekerja dengan kecerdasan 

emosi bagi meningkatkan prestasi pekerjaan mereka. Program latihan mengenai 

pengurusan konflik dan kecerdasan emosi diperlukan untuk meningkatkan prestasi 

kerja mereka. 
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CHAPTER 1 

1 INTRODUCTION 

1.1 Background 

Organisations the world over today have moved through complex changes, 

witnessing a number of transformations, rapid revolutions and challenges, especially 

within an organization’s strategy, structure, practice and paradigm - in how business 

is conducted in order to help cope with the new and more challenging environment 

(Kyriakidou, 2001). Such challenges happen in Malaysia too, including in the 

construction industry. In Malaysia, construction is an important industry which 

contributes to the Malaysian economy and infrastructure development of the country 

(Olanrewaju & Abdul-Aziz, 2015). The employees play a crucial role in gaining 

competitive advantage for the industry and need to demonstrate high job 

performance to achieve this. In organisations such as the construction companies 

where success is dependent upon teamwork, interpersonal human relationship and 

manoeuvring coaction skills are crucial. Idrus, Amer and Utomo (2010), observed 

that the daily modus operandi of the construction industry is full of coactions and 

conflict. However, the nature of the construction industry is vulnerable and sensitive 

in that it has many layers of employees from different backgrounds which can 

potentially contribute to conflicts.  

Some researchers observed that conflict is generally deemed detrimental to 

employees’ job performance (De Dreu and Weingert, 2003). These employees are 

subjected to conflict, (conscious or unconscious) which may subsequently lead to 

unavoidable positive or negative consequences (Jehn, 1977; Ghaffar, 2009). 

Negative emotions or behaviours due to conflict, often result in reduced employee’s 

job performance. Meyer (2004) reported that poorly managed conflict affects the 

degree and frequency of future conflicts and has a negative consequence on 

productiveness and work performance. Conflicts can cause emotional hurting and 

stress which may result in a decrease in job performance. The outcome of conflict 

depends on the way one handles social interactions, how one perceives those 

situations and the method with which an individual selects to abduct. Simple 

disagreement between team members, if unresolved, may intensify into turning 

away, inability to work together and verbal clashes. In worst case scenarios, it may 

also lead to hostility and separation from the organization. So employees need to 

have the skill and cognition on how to handle and manage conflict. 

Notwithstanding the importance of employees’ job performance and the extensive 

use of job performance as an outcome measured in empirical research, this study 

found relatively little effort has been spent on clarifying job performance and its 

relation with CMS. Both CMS and job performance are imperative for organisations; 

and successful management of workplace conflict can ascertain the strength and long 

term success of an organization. 
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Conflict is a condition where there are at least two opposing perspectives, which can 

lead to non-productive outcomes, or if appropriately resolved, can lead to quality 

final products. Even though conflict is said to have negative outcomes on employees’ 

performance, several researchers have noted the positive consequences of conflict 

(De Dreu & Van Vianen, 2001). Increasing team decision options, enhancing quality 

of decision making, increasing creativity were found to increase job performance 

(Jehn, 1993 1997; Jehn & Mannix, 2001; Leung & Tjosvold, 1998; Putnam, 1998; 

Tjosvold & Sun, 2003; Tjosvold, 1998, 2006, 2008).  

Looking on the bright side, learning to resolve conflict is an essential passage to high 

performance teams and profit achievements. Moradi and Honary (2011) found that 

conflict can have adverse effects on the performance of organisations, and create the 

conditions for an organization to lose many of its resources to the extent that it can 

even lead to the dissolution. On the other hand, conflict can result in beneficial 

outcomes, leading to creativity, innovation and performance of the labour force. 

Therefore acquiring appropriate conflict management skills is essential in order to 

handle conflict (Brewer, Mitchell & Weber, 2002).  

Moberg (2001) defined Conflict Management Styles (CMS) as “specific behavioural 

patterns that individuals prefer to employ when dealing with conflict” (p.47). 

Conflict can be managed by the disputants themselves, by managers or by other third 

party (Wall and Callister, 1995). For conflicts to be managed functionally, one may 

employ different conflict management styles depending on the situation (Rahim, 

1983; 2000).  

1.2 Problem Statement 

The construction industry plays an important role not only to the economic system of 

a country but also to its growth (Construction Industry Master Plan-CIMP, 2006-

2015). A snapshot from Trading Economics (2010-2015), the Malaysian Gross 

Domestic Product Performance (2010-2015) shows that, the construction sector 

contributed MYR9,095.09 million to the economic growth, reaching an all-time high 

of MYR12,125.00 million in the third quarter of 2015. According to the Department 

of Statistics Malaysia (February, 2017), the total value of construction work done in 

the fourth quarter of 2015 recorded a growth of 8.10 percent year-on-year basis to 

MYR32.60 billion, which clearly shows that this sector is one of the engines for the 

Malaysian economic growth. This sector complements other economic sectors 

through the development of infrastructures from oil and gas to highway 

development. For Malaysia, the construction industry can be described as a 

substantial driver to the economy (Malaysian - German Chamber of Commerce and 

Industry, Market Watch, 2012). As such it is pertinent that the Malaysian 

construction industry sustain its level of performance. 
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With regards to the construction industry, a study by Kagioglou, Cooper 

and Aouad (2001) noted that the construction industry has long been criticised for its 

employees’ underperformances. The industry faces great challenges to keep a high 

level of employees’ competitiveness and to improve employees’ job performances. 

Employees in the construction industry work in an environment where the nature of 

the industry is susceptible to conflicts and discords, thus impacting their job 

performance.  On the same note, Ogunbayo (2013), stated that conflict is inevitable 

in the construction industry due to the adversarial nature of the industry. Also, 

frequently reported in the construction press, only a few researchers have 

investigated conflict within the construction industry (Gorse, 2003). 

Conflict seems to be synonymous within the construction industry giving the 

impression that the industry is prone to problems such as reduction in productivity, 

increase in project cost, project delays, lost of profit or damage in business 

relationships (Lee and Lings, 2008). Gardiner and Simmons (1992) study ascertained 

that conflict occurred at all stages in the construction process and thus the employees 

are constantly working within changing, complex and uncertain situations. This 

situation is often conceived as detrimental to the effective operation of workers 

(Leung, Thomas & Cheung 2002) where job satisfaction is reduced, motivation 

waning and lack of engagement (Chen, Zhao, Liu & Dash, 2012).   

Brew and Cairns (2004) concur with Gardiner and Simmons to state that conflict is 

inevitable, so dealing with conflict is a pervasive the part of daily activities in the 

workplace. Many scholars hypothesised that task and relationship conflict among 

employees are associated with outcomes such as (dis)satisfaction and (decreased) 

performance. Ock and Han (2003) attest to these studies where they assert that 

conflicts in the construction industry worldwide have resulted in extensively high 

costs and a waste of precious time. For this, resolving conflict is an important agenda 

in construction companies. Ock and Han suggested that one aspect of success in 

construction projects is how well employees are able to handle conflicts. In this 

context, De Dreu and Weingart (2003) added that effective conflict management is 

required to handle conflict to achieve long term sustainability of organisations and 

employees’ well-being. Ineffective management of conflict would be destructive and 

may lead to a lot of problems. Poorly managed conflicts would drain an 

organization, not only in footing of money but also the organization and employees’ 

job performance.  

Conflict management is an effort of how to handle conflicts in order to minimize its 

negative impact but at the same time optimize the positive aspect of conflict. Studies 

on conflict management has garnered many theories and methods on how conflicts 

are handled. Theorists basically diagnose the sources of conflict as either internal or 

external and propose intervention strategies to mitigate the conflicts (Kilmann & 

Thomas, 1978). Early theorists of conflict management included Blake and Mouton 

(1964), Khun and Poole (2000), DeChurch and Marks (2001) and Rahim (2002) 

among which Rahim’s Conflict Management Style (CMS) has been widely used in 

research. 
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It is thus essential for the construction industry management to have adequate 

knowledge on the factors that can ameliorate conflict management so as to reduce 

the impact of conflict on the job performance of their employees. Towards this end, 

conflict management researchers have found factors that influence CMS and job 

performance such as leadership styles (Saeed, S. Almas, Anis-ul-Haq & Niaz, 2014), 

personality trait (Ayub, AlQurashi, Al-Yafi, & Jehn, 2017), cultural 

intelligence (Gonçalves, Reis, Sousa, Santos, Orgambídez-Ramos & Scott, 2016) 

and emotional intelligence (Shih & Susanto, 2010). Among these factors, emotional 

intelligence (EI) seems to be mostly researched and found to contribute greatly to job 

performance (Alferaih, 2017; Devonish, 2016 and Han, Kim, & Kang, 2017).  

Although there are a number of studies in Malaysia with regards to EI, much of the 

studies focus on topics which relate to increasing employees’ job performance 

(Ngah, Jusoff & Rahman, 2009; Sehat, 2004; Yusof, 2007), conflict management (Su 

Faizah, 2009), academic achievement, (Koh, 1999) -individual differences (Rahyu, 

2004) and leadership (Lailawati & Faezah, 2007) but all these research were not in 

the construction industry.  

According to Fer (2004), EI is the skill required to recognise and experience 

emotions, and to facilitate emotional growth and development. This particular skill 

and ability will assist in the development and handling of conflicts. EI is postulated 

to promote positive social functioning by helping individuals to detect others’ 

emotion states, adopt others’ perspectives, enhance communication and regulate 

behaviour (Mayer, Salovey & Caruso, 2004). People with higher EI tend to be more 

socially competent, have better quality relationships, and are viewed as more 

personally sensitive than those with lower EI (Brackett, Rivers , Shiffman, Lerner & 

Salovey 2006). Therefore, it can be seen that EI can improve the relationship 

between two constructs. 

It was found that individuals with high EI were more effective in resolving conflict 

than individuals with low EI (Jordan & Troth, 2012). While employees with high 

levels of EI were able to manage conflict more constructively Schlaerth, Ensari, and 

Christian (2013). In another study, Zhang, Chen, and Sun (2015) found that EI is 

positively and significantly related to CMS (integrating, compromising and 

dominating) as well as performance in the construction industry in China. These 

studies show that EI has a role in handling conflict and would serve as an important 

quality for conflict prone industries such as the construction sector. 

As far as research on construction workers were done, much of the studies were not 

conducted in Malaysia. Razak, Matthew, Zafar & Imtiaz (2010) found issues on 

cultural values (Chan, Leung, & Yuan, 2014) and perception of trust (Zuppa, Olbina, 

& Issa, 2016) as problems faced by the construction industry globally but very little 

research has been carried out by academics and practitioners to address the issues 

faced by the Malaysian construction industry.  
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Research on the construction workers in Malaysia on how they handle conflict needs 

to be done. The number of construction cases in 2015 alone was 164 cases. This was 

reported in the Construction Law Report 2015 by the Construction Industry 

Development Board (CIDB), Malaysia.  

For reasons that conflict management is important in enhancing job performance and 

EI is found to have a significant relationship in improving job performance, it is 

therefore, pertinent to investigate whether EI may influence the relationship between 

employees’ CMS and job performance among employees in the Malaysian 

construction industry. 

1.3 Objectives of the Study 

The purpose of this study is to examine the influence of emotional intelligence and 

conflict management styles on job performance among employees in the context of 

construction companies in Malaysia. Based on the preceding discussions, this study 

attempts to achieve three Research objectives:  

 

 

RO1: To determine the conflict management styles (integrating, obliging, 

compromising, dominating, avoiding) employed by employees in the 

construction sector in Malaysia? 

RO2: To investigate the relationship between employees’ conflict management 

styles (integrating, obliging, compromising, dominating, avoiding) and job 

performance? 

RO3: To examine the role of emotional intelligence in moderating the relationship 

between conflict management style and employee job performance? 

 

 

1.4 Significance of Study 

1) This study will add to the existing knowledge in Malaysian studies on 

conflict management style practices and the moderating influence of 

emotional intelligence between the conflict management styles and 

employees’ job performance, especially in the construction industry. The 

findings from this research can be a guide to researchers who intend to 

further probe the relationship between conflicts management and job 

performance, moderated by emotional intelligence in other context e.g. 

manufacturing. 

 

2) The emotional intelligence measurement employed in this study was 

developed by local researcher in USM (Yusoff, Rahim & Esa (2010). The 

use of this scale assisted in the validation of the USMEQ-I in use.  

 

3) indings on the specific conflict management style (integrating, obliging, 

dominating, avoiding, and compromising) of construction employees may 

assist management in managing their employees during conflict.  
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4) This study may assist human resource department in their decision to 

consider the need for skilled training in conflict management styles and 

emotional intelligence. 

 

5) The results of the study will enable the managers to adjust their conflict 

management practices and strategies in improving and increasing job 

performances in the organization, in their daily practices. 

 

 

1.5 Operational Definition of Terms 

The following definitions are provided to ensure a common understanding of the 

terms used: 

a) Conflict 

 The interactive process manifested in incompatibility, disagreement, or 

dissonance within or between social entities (Rahim, 2001) So conflict is a 

situation where two entities are in disagreement which may result in a 

positive or negative outcome.  

 

b) Conflict Management Styles   

Refers to effective strategies to minimise the dysfunctions of conflict and 

maximise the constructive functions of conflict in order to enhance learning 

and effectiveness in an organization (Rahim, 2000). This study employs 

Rahim’s CMS approach where Rahim and Bonoma (1979) outlined five 

styles which are integrating, obliging, dominating, compromising and 

avoiding.  

 

c) Emotional Intelligence 

 The capacity for recognizing our own feelings and those of others, for 

motivating ourselves and for managing emotions well and our relationship 

(Goleman, 1995). Based on Goleman’s definition, EI is the ability to 

understand own and others’ emotions and adapt that emotions to express 

our behaviour.  

 

d) Job performance  

 The total expected value to the organization of the discrete behavioural 

episodes that an individual carries out over a standard period of time 

(Motowildo, Borman & Hanser, 1983). 

 

 

1.6 Scope of the Study 

This study focuses on the Conflict Management Styles (CMS) and the influence 

of Emotional Intelligence (EI) on Job Performance (JP) among construction 

employees. Construction companies in Malaysia are categorized into seven groups: 

G1 to G7 with a total number of 67341 companies. Due to the massive number of 
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companies and level of ‘active’ status, this study focus on the most active group 

which is G7 which has  5337 companies spread among the 14 states in Malaysia. To 

accounts data time constraint in collecting data, the study will focus on G7 (active) 

status in Wilayah Persekutuan and Selangor. The choices of these two states were 

because at the time of study, both states have stated the highest registered G7 

(active) contractors with the highest number of employees.  

1.7 Summary 

The main focus of this study is to find the relationship between conflict management 

styles and employees’ job performance, and the influence of emotional intelligence 

on conflict management styles towards job performance among employees in the 

construction industry. The chapter provides information regarding the background of 

the study, the problem statement, objective, research questions, significance of the 

study and finally, the operational definition of terms used. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

© C
OPYRIG

HT U
PM



 
103 

6 REFERENCES 

Abas, N. A. H. (2010). Emotional intelligence and conflict management 

styles (Doctoral dissertation, Universiti Pendidikan Sultan Idris). 

Agwu, M. O. (2013). Conflict management and employee performance in Julius 

Berger Nigeria PLC, Bonny Island. International Journal of Academic 

Research in Management (IJARM), 2, 125-139. 

Ajzen, I. (2011). Job satisfaction, effort, and performance: A reasoned action 

perspective. Contemporary Economics, 5(4), 32-43. 

Alferaih, A. (2017). Conceptual model for measuring Saudi banking managers’ job 

performance based on their emotional intelligence (EI). International Journal 

of Organizational Analysis, 25(1), 123-145. 

Anderson, P. F. (1982). Marketing, strategic planning and the theory of the firm. The 

Journal of Marketing, 15-26. 

Antonioni, D. (1998). Relationship between Big Five personality factors and conflict 

management styles. International Journal of Conflict Management, 9(4), 336-

355. 

Atteya, N. M. (2012). Examining the effect of conflict management strategies on job 

performance. Journal of Organizational Psychology, 13(1), 83-95. 

Avis, J. M. (2001). An examination of the prediction of overall, task, and contextual 

performance using three selection measures for a service-type occupation.  

Ayiro, L. P. (2009). An analysis of emotional intelligence and the performance of 

principals in selected schools in Kenya. Advances in Developing Human 

Resources, 11(6), 719-746. 

Ayub, N., AlQurashi, S. M., Al-Yafi, W. A., & Jehn, K. (2017). Personality traits and 

conflict management styles in predicting job performance and 

conflict. International Journal of Conflict Management, 28(5), 671-694. 

Balay, R. (2006). Conflict management strategies of administrators and 

teachers. Asian Journal of Management Cases, 3(1), 5-24. 

Barbie, E (2007). The practice of social research (11th edition). Belmont: Wadsworth 

Pub.  

Barbie, E. (2010). The practice of social research: 12th international edition. United 

States of America: Wadsworth Cengage Learning. 

Barki, H., & Hartwick, J. (2001). Interpersonal conflict and its management in 

information system development. Mis Quarterly, 195-228. 

© C
OPYRIG

HT U
PM



 
104 

Bar-On, R. (1988). The development of a concept of psychological well-being. 

Unpublished doctoral dissertation, Rhodes University, South Africa. 

Bar-On, R. (2002). Bar-On Emotional Quotient Inventory (EQ-I): Technical Manual. 

Toronto, Canada: Multi-Health Systems. 

Bar-On, R. (2006). The Bar-On model of emotional-social intelligence (ESI). 

Psicothema, 18, 13-25.  

Barrick, M. R., & Mount, M. K. (1991). The big five personality dimensions and job 

performance: a meta‐analysis. Personnel psychology, 44(1), 1-26. 

Blake, R., & Mouton, J. (1964). The managerial grid: The key to leadership excellence. 

Houston: Gulf Publishing Co.  

Borman, W. C., Motowidlo, S. J., & Hanser, L. M. (1983). A model of individual 

performance effectiveness: Thoughts about expanding the criterion space. 

In NK Eaton & JP Campbell (Chairs), Integrated criterion measurement for 

large-scale computerized selection and classification. Symposium conducted at 

the 91st Annual Convention of the American Psychological Association, 

Anaheim, CA.  

Boyatzia, R. E. & Van Oosten, E. (2002). Developing emotionally intelligent 

organizations -International executive development programmes (7th edition). 

London: Kogan Page Publishers. 

Brackett, M. A., Rivers, S. E. & Salovey, P. (2011). Emotional intelligence: 

Implications for personal, social, academic, and workplace success. Social and 

Personality Psychology Compass, 5(1), 88-103.  

Brackett, M. A., Rivers, S. E., Shiffman, S., Lerner, N. & Salovey, P. (2006). Relating 

emotional abilities to social functioning: A comparison of self-report and 

performance measures of emotional intelligence. Journal of Personality and 

Social Psychology, 91(4), 780 

Brew, F. P., & Cairns, R. (2004). Styles of managing interpersonal workplace conflict 

in relation to status and face concern: A study with Anglos and 

Chinese. International Journal of Conflict Management, 15(1), 27-56. 

Brewer, N., Mitchell, P., & Weber, N. (2002). Gender role, organizational status, and 

conflict management styles. International Journal of Conflict 

Management, 13(1), 78-94. 

Browne, M. W. & Cudeck, R. (1993). Alternative ways of assessing model fit. Sage 

Focus Editions, 154, 136-136. 

Byrne, B. M. (1994). Structural equation modeling with EQS and EQS/Windows: 

Basic concepts, applications, and programming. Sage. 

Byrne, B. M. (2013). Structural equation modeling with AMOS: Basic concepts, 

applications, and programming. New York: Routledge. 

© C
OPYRIG

HT U
PM



 
105 

Cakmak, E., & Cakmak, P. I. (2014). An analysis of causes of disputes in the 

construction industry using analytical network process. Procedia-Social and 

Behavioral Sciences, 109, 183-187. 

Campbell, J. P., McHenry, J. J., & Wise, L. L. (1990). Modeling job performance in a 

population of jobs. Personnel Psychology, 43(2), 313-575. 

Cangur, S. & Ercan, I. (2015). Comparisan of model fit indices in Sturctural Equation 

modeling under Multivariate Normality. Journal of Modern Applied Statistical 

Methods, 14(1), 152-167. Melbourne: Streams.   

Carmeli, A. (2009). Positive work relationships, vitality and job performance. 

Research on Emotions in Organizations: The Effect of Organizational 

Settings, 5, 45-71. 

Carmeli, A., & Josman, Z. E. (2006). The relationship among emotional intelligence, 

task performance and organizational citizenship behaviors. Human 

Performance, 19(4), 403-419. 

Cartwright, S., & Pappas, C. (2008). Emotional intelligence, its measurement and 

implications for the workplace. International Journal of Management 

Reviews, 10(2), 149-171. 

Chen, Y. T. (2013). Relationships among emotional intelligence, cultural intelligence, 

job performance, and leader effectiveness: a study of county extension 

directors in Ohio. The Ohio State University. 

Chan, I., Leung, M., & Yuan, T. (2014). Structural relationships between cultural 

values and coping behaviors of professionals in the stressful construction 

industry. Engineering, Construction and Architectural Management, 21(2), 

133-151. 

Chen, X. H., Zhao, K., Liu, X., & Dash Wu, D. (2012). Improving employees' job 

 satisfaction and innovation performance using conflict 

management. International Journal of Conflict Management, 23(2), 151-172.  

Cherniss, C., Goleman, D., Emmerling, R., Cowan, K. & Adler, M. (1998). Bringing 

emotional intelligence to the workplace: A technical report issued by the 

Consortium for research on emotional intelligence in organizations. Retrieved 

from http://www. eiconsortium. org/research/technical_report. htm. 

Cheung, S. Y. (2011). Refinement or breakthrough? the link between goal orientation, 

employee learning, creativity and job performance. Hong Kong University of 

Science and Technology (Hong Kong). 

.CIDB Construction Economics Statistics Report 2016. Retrieved from 

http://www.cidb.gov.my/images/content/KOS 

PEMBINAAN/Buletin/2014/bahagian-1-q1.pdfconstruction 

© C
OPYRIG

HT U
PM

http://www.cidb.gov.my/images/content/KOS%20PEMBINAAN/Buletin/2014/bahagian-1-q1.pdf
http://www.cidb.gov.my/images/content/KOS%20PEMBINAAN/Buletin/2014/bahagian-1-q1.pdf


 
106 

CIDB Construction Law Report 2015. ARK Knowledge Solutions (002344785-W) 

ISBN No: 978-967-14277-0-5. 

http://www.cidb.gov.my/images/pdf/2017/CIDB-CLR-2015-1.pdf 

Comfrey, A. L., & Lee,H. B. (1992). A First Course in Factor Analysis. Hillsdale, NJ: 

Lawrence Erlbaum Associates. 

CONSTRUCTION INDUSTRY MASTER PLAN (CIMP) 2006-2015 

https://prezi.com/aansraa06nxd/construction-industry-master-plan-cimp-2006-

2015/ 

Creswell, J. W. (2013). Research design: Qualitative, quantitative, and mixed-methods 

approaches. New York: Sage Publications. 

Creswell, J. W. (2009). Mapping the field of mixed methods research. 

Cromer, K. W. (2009). A conceptual model of volunteer engagement: the influence of 

organizational assimilation and psychological capital constructs as reflections 

of overall volunteer engagement attitude on multidimensional and overall 

individual effective volunteer behavior (Doctoral dissertation, Doctoral 

dissertation, TUI University, 2009). Proquest Information and Learning 

Company, UMI). 

Daly, T. M., Anne Lee, J., Soutar, G. N., & Rasmi, S. (2010). Conflict-handling style 

measurement: a best-worst scaling application. International Journal of 

Conflict Management, 21(3), 281-308. 

DeChurch, L. A., & Marks, M. A. (2001). Maximizing the benefits of task conflict: 

The role of conflict management. International Journal of Conflict 

Management, 12(1), 4-22. 

De Dreu, C. K. & Van Vianen, A. E. (2001). Managing relationship conflict and the 

effectiveness of organizational teams. Journal of Organizational 

Behavior, 22(3), 309-328.  

De Dreu, C.K.W., Evers, A., Beersma B., Kluwer, E.S. & Nauta, A. (2001). A theory‐
based measure of conflict management strategies in the workplace. Journal of 

Organizational Behavior, 22(6), 645-668. 

De Dreu, C.K. & Weingart, L.R. (2003). Task versus relationship conflict, team 

performance and team member satisfaction: A meta-analysis. Journal of 

Applied Psychology, 88(4), 741-749.   

Department of Statistics Malaysia (2017). Performance of the construction sector 

fourth quarter 2016. Retrieved from 

https://www.dosm.gov.my/v1/index.php?r=column/ V0FTTW16 

TFNqbGNBbVFISnZvM3JDQT09 

Der Foo, M., Anger Elfenbein, H., Hoon Tan, H., & Chuan Aik, V. (2004). Emotional 

intelligence and negotiation: The tension between creating and claiming 

value. International Journal of Conflict Management, 15(4), 411-429 

© C
OPYRIG

HT U
PM

https://www.dosm.gov.my/v1/index.php?r=column/


 
107 

Deutsch, M. (1949). A theory of co-operation and competition. Human relations, 2(2), 

129-152. 

Deutsch, M. (1973). The resolution of conflict. New Haven, CT: Yale. 

Devonish, D. (2016). Emotional intelligence and job performance: the role of 

psychological well-being. International Journal of Workplace Health 

Management, 9(4), 428-442. 

Douglas, C., Frink, D. D. & Ferris, G. R. (2004). Emotional intelligence as a 

moderator of the relationship between conscientiousness and performance. 

Journal of Leadership & Organizational Studies, 10(3), 2-13. 

Ergeneli, A., Camgoz, S. M., & Karapinar, P. B. (2010). The relationship between 

self-efficacy and conflict-handling styles in terms of relative authority 

positions of the two parties. Social Behavior and Personality: An International 

Journal, 38(1), 13-28. 

Euwema, M. and Van de Vliert, E. (1990), national Journalhe relationship between 

self-efficacyToegepaste Sociale Psychologie, Vol. 4, pp. 28-41 

Eysenck, S. B. G., & Eysenck, H. J. (1968). The measurement of psychoticism: a 

study of factor stability and reliability. British Journal of Clinical 

Psychology, 7(4), 286-294. 

Faridi, A. S., & El-Sayegh, S. M. (2006). Significant factors causing delay in the UAE 

construction industry. Construction Management and Economics, 24(11), 

1167-1176. 

Farooqi, M.T.K., Arshad, F., Khan, H.M.A. & Ghaffar, A. (2015). Interplay of conflict 

management styles with teachers’ performance. International Journal of AYER, 

1, 305-320. 

Farh, J.L., & Cheng, B.-S. (1997). Modesty bias in self-rating in Taiwan: Impact of 

item wording, modesty value, and self-esteem [In Chinese]. Chinese Journal of 

Psychology, 39, 103–118 

Fer, S. (2004). Qualitative evaluation of emotional intelligence in-service program for 

secondary school teachers. The Qualitative Report, 9(4), 562-588. 

Firth, J. (1991). Proactive approach to conflict resolution. Supervisory Management, 

36(11).  

Follet, M. P. (1940). The psychology of control. Dynamic administration: The 

collected papers of Mary Parker Follet, 183-209. 

Follett, M. P. (1924). Creative experience (Vol.3). Рипол Классик.  

Fornell, C. & Larcker, D. F. (1981). Structural equation models with unobservable 

variables and measurement error: Algebra and statistics. Journal of Marketing 

Research, 382-388. 

© C
OPYRIG

HT U
PM



 
108 

Friedman, R. A., Tidd, S. T., Currall, S. C. & Tsai, J. C. (2000). What goes around 

comes around: The impact of personal conflict style on work conflict and 

stress. International Journal of Conflict Management, 11(1), 32–55. 

Ganji, M. (2011). Emotional intelligence. Tehran: Savalan. 

Gardiner, P. D. & Simmons, J. E. (1992). Analysis of conflict and change in 

construction projects. Construction Management and Economics, 10(6), 459-

478. 

Garver, M. S., & Mentzer, J. T. (1999). Logistics research methods: employing 

structural equation modeling to test for construct validity. Journal of business 

logistics, 20(1), 33. 

Gaski, J. F. (1984). The theory of power and conflict in channels of distribution. The 

Journal of Marketing, 48(3), 9-29. 

George, D., & Mallery, P. (2010). SPSS for Windows step by step. A simple study 

guide and reference (10. Baskı). 

George, J. M., & Brief, A. P. (1996). Motivational agendas in the workplace: The 

effects of feelings on focus of attention and work motivation. Elsevier 

Science/JAI Press. 

Ghaffar, A. (2009). Conflict in schools: Its causes & management strategies. Journal 

of Managerial Sciences, 3(2), 212-227. 

Goodman, S. A., & Svyantek, D. J. (1999). Person–organization fit and contextual 

performance: Do shared values matter. Journal of vocational behavior, 55(2), 

254-275. 

Goleman, D. (1995). Emotional intelligence: Why it can matter more than IQ. New 

York: Bantam Books. 

Goleman, D. (1998). Working with emotional intelligence. New York: Bantam. 

Goleman, D., Boyatzis, R., & McKee, A. (2002). Primal leadership. Boston: Harvard 

Business School Press 

Goleman, D. (2004). Emotional intelligence: Why it can matter more than IQ and 

working with emotional intelligence. New York: Bloomsbury Publishing.  

Gonçalves, G., Reis, M., Sousa, C., Santos, J., Orgambídez-Ramos, A., & Scott, P. 

(2016). Cultural intelligence and conflict management styles. International 

Journal of Organizational Analysis, 24(4), 725-742. 

Goodman, & Svyantek, 1999. Person–Organization Fit and Contextual Performance: 

Do Shared Values Matter, J. Voc Behavior, 55(2), 254-275 

Goodwin, J. (2002). Auditors' conflict management styles: An exploratory 

study. Abacus, 38(3), 378-405. 

© C
OPYRIG

HT U
PM



 
109 

Gorse, C. A. (2003). Conflict and conflict management in construction. 

In Proceedings of 19th Annual Conference of the Association of Researchers in 

Construction Management (pp. 173-182). 

Gross, M. A. & Guerrero, L. K. (2000). Managing conflict appropriately and 

effectively: An application of the competence model to Rahim's organizational 

conflict styles. International Journal of Conflict Management, 11(3), 200-226. 

Hair, J. F., Anderson, R. E., Tatham, R. L. & Black, W. C. (2006). Multivariate data 

analysis (6th edition). New Jersey: Prentice Hall. 

Hair, J. F., Black, W. C., Rabin, B. J. & Anderson, R. E. (2010). Multivariate data 

analysis (7th edition). Englewood Cliffs, NJ: Prentice Hall. 

Han, S. J., Kim, W. G., & Kang, S. (2017). Effect of restaurant manager emotional 

intelligence and support on front-of-house employees’ job 

satisfaction. International Journal of Contemporary Hospitality 

Management, 29(11), 2807-2825. 

Harrison, D. A., Newman, D. A., & Roth, P. L. (2006). How important are job 

attitudes? Meta-analytic comparisons of integrative behavioral outcomes and 

time sequences. Academy of Management journal, 49(2), 305-325. 

Hasanzadeh, R. (2009). Emotional intelligence. Tehran: Ravan 

Henderson, L. N. (2006). Emotional intelligence and conflict management style 

(Unpublished doctoral dissertation). University of North Florida: Jacksonville. 

Hillebrandt, P. M. (2000). Economic theory and the construction industry. London: 

Macmillan. 

Hoe, S. L. (2008). Issues and procedures in adopting structural equation modeling 

technique. Journal of Applied Quantitative Methods, 3(1), 76-83. 

Hoelter, J. W. (1983). The analysis of covariance structures: Goodness-of-fit 

indices. Sociological Methods & Research, 11(3), 325-344. 

Holmes-Smith, P., Coote, L. & Cunningham, E. (2006). Structural equation modeling: 

From the fundamentals to advanced topics. Melbourne: Streams. 

Idrus, A., Amer, A., & Utomo, C. (2010). A Study of Negotiation Styles in Malaysian 

Construction Industry. 

Jaffar, N., Tharim, A. A., & Shuib, M. N. (2011). Factors of conflict in construction 

industry: a literature review. Procedia Engineering, 20, 193-202. 

Janes, J. (2001). Survey research design. Library hi tech, 19(4), 419-421. 

Jehn, K. A. & Mannix, E. A. (2001). The dynamic nature of conflict: A longitudinal 

study of intra-group conflict and group performance. Academy of Management 

Journal, 44(2), 238-251. 

© C
OPYRIG

HT U
PM



 
110 

Jehn, K. A. (1993). The impact of intragroup conflict on effectiveness: A multimethod 

examination of the benefits and detriments of conflict.  

Jehn, K. A. (1997). A qualitative analysis of conflict types and dimensions in 

organizational groups. Administrative science quarterly, 530-557.  

Johari, J., Yahya, K. K. & Omar, A. (2011). The construct validity of organizational 

structure scale: Evidence from Malaysia. World, 3(2), 131-152. 

Jordan, P. J. & Troth, A. C. (2002). Emotional intelligence and conflict resolution: 

Implications for human resource development. Advances in Developing 

Human Resources, 4(1), 62-79. 

Jöreskog, K. G. & Sörbom, D. (1993). LISREL 8: Structural equation modeling with 

the SIMPLIS command language. New York: Scientific Software International. 

June, S. & Mahmood, R. (2011). The relationship between person-job fit and job 

performance: A study among the employees of the service sector SMEs in 

Malaysia. International Journal of Business, Humanities and Technology, 1(2), 

95-105. 

Kagioglou, M., Cooper, R., & Aouad, G. (2001). Performance management in 

construction: a conceptual framework. Construction management and 

economics, 19(1), 85-95. 

Keith F. Punch (2005). Introduction to Social Research—Quantitative & Qualitative 

Approaches . Retrieved from http://books.google.com  

Kuhn, T. I. M., & Poole, M. S. (2000). Do conflict management styles affect group 

decision making? Evidence from a longitudinal field study. Human 

communication research, 26(4), 558-590. 

Kilmann, R. H., & Thomas, K. W. (1978). Four perspectives on conflict 

management: An attributional framework for organizing descriptive and 

normative theory. Academy of  Management Review, 3(1), 59-68. 

Kline, R. B. (2015). Principles and practice of structural equation modeling. New 

York: Guilford Publications. 

Knudson, R.M., Sommers, A.A.  & Golding, S.L.  (1980). Inter-personal perception  

and  mode of resolution in marital conflict. Journal of Personality and Social 

Psychology, 38, 751-763. 

Koh, B. H. (1999). A Study of Relationship Between Emotional Intelligence, Academic 

Achievement and Vocational Choice (Unpublished doctoral dissertation). 

Universiti Utara Malaysia: Sintok.   

Koziol, J. A. (1983). On assessing multivariate normality. Journal of the Royal 

Statistical Society. Series B (Methodological), 358-361. 

© C
OPYRIG

HT U
PM

http://books.google.com/


 
111 

Kyriakidou, O. (2001). Organisational Identity and Change: The Dynamics of 

Organisational Transformation (Doctoral dissertation, University of Surrey).  

Lam, L. T., & Kirby, S. L. (2002). Is emotional intelligence an advantage? An 

exploration of the impact of emotional and general intelligence on individual 

performance. The Journal of Social Psychology, 142(1), 133-143. 

Lawrence, P. R., & Lorsch, J. W. (1967). Differentiation and integration in complex 

organizations. Administrative science quarterly, 1-47. 

Lee, N. & Lings, I. (2008). Doing business research: a guide to theory and practice. 

New York: Sage Publications. 

Leung, A. S. (2008). Interpersonal conflict and resolution strategies: An examination 

of Hong Kong employees. Team Performance Management: An International 

Journal, 14(3/4), 165-178. 

Leung, K, & Tjosvold, D. (1998). Conflict management in the Asia Pacific: 

Assumptions and approaches in diverse cultures. New York: John Wiley & 

Sons Ltd.putnam 

Leung, M. Y., Ng, S. T., & Cheung, S. O. (2002). Improving satisfaction through 

conflict stimulation and resolution in value management in construction 

projects. Journal of Management in Engineering, 18(2), 68-75.  

Litterer, J. A. (1966). Conflict in organization: A re-examination. Academy of 

Management Journal, 9(3), 178-186. 

Lleras, C. (2005). Path analysis. Encyclopedia of Social Measurement, 3(1), 25-30. 

Loosemore, M., & Galea, N. (2008). Genderlect and conflict in the Australian 

construction industry. Construction Management and Economics, 26(2), 125-

135. 

Lopes, P. N., Grewal, D., Kadis, J., Gall, M. & Salovey, P. (2006). Evidence that 

emotional intelligence is related to job performance and affect and attitudes at 

work. Psicothema, 18 (Suplemento), 132-138. 

Malaysian - German Chamber of Commerce and Industry “Market Watch 2012” 

Construction Industry In Malaysia. 

Retrivedfrom :http://www.malaysia.ahk.de/fileadmin/ahk_malaysia/Market_re

ports_2012/Market_Watch_2012_-_Construction.pdf 

Manly, B. F. (2004). Multivariate statistical methods: a primer. New York: CRC 

Press 

Martinez, J. (2004). An examination of the relationship between perceived 

psychological contract violations and organizational commitment and 

organizational citizenship behavior (Doctoral dissertation, Nova Southeastern 

University). 

© C
OPYRIG

HT U
PM

file:///C:/Users/nini/Desktop/Correction%20Final/Retrivedfrom%20:%20http:/www.malaysia.ahk.de/fileadmin/ahk_malaysia/Market_reports_2012/Market_Watch_2012_-_Construction.pdf
file:///C:/Users/nini/Desktop/Correction%20Final/Retrivedfrom%20:%20http:/www.malaysia.ahk.de/fileadmin/ahk_malaysia/Market_reports_2012/Market_Watch_2012_-_Construction.pdf


 
112 

Martin, W. E., & Bridgmon, K. D. (2012). Quantitative and statistical research 

methods: From hypothesis to results (Vol. 42). John Wiley & Sons. 

Marx, K. (1967). Toward the Critique of Hegel's Philosophy of Law: 

Introduction. Writings of the Young Marx on Philosophy and Society, 249-64. 

Mayer, J. D., Caruso, D. R. & Salovey, P. (1999). Emotional intelligence meets 

traditional standards for an intelligence. Intelligence, 27(4), 267-298. 

Mayer, J. D., Forgas & Ciarrochi, J. (2006). Clarifying concepts related to emotional 

intelligence: A proposed glossary. Emotional Intelligence and Everyday Life, 

261-267. 

Mayer, J. D., Roberts, R. D., & Barsade, S. G. (2008). Human abilities: Emotional 

intelligence. Annu. Rev. Psychol., 59, 507-536. 

Mayer, J. D., Salovey, P. & Caruso, D. R. (2004). Emotional intelligence: Theory, 

findings, and implications. Psychological Inquiry, 15(3), 197-215.  

Mayer, J. D., Salovey, P., & Caruso, D. R. (2000a). Test manual for the Mayer, 

Salovey, Caruso emotional intelligence test: Research version 1.1 (3rd edition). 

Toronto: MHS. 

Messick, S. (1989). Meaning and values in test validation: The science and ethics of 

assessment. Educational researcher, 18(2), 5-11. 

Meyer, S. (2004). Organizational response to conflict: Future conflict and work 

outcomes. Social Work Research, 28(3), 183-190. 

Mitkus, S., & Mitkus, T. (2014). Causes of conflicts in a construction industry: A 

communicational approach. Procedia-Social and Behavioral Sciences, 110, 

777-786. 

Moberg, P. J. (2001). Linking conflict strategy to the five-factor model: Theoretical 

and empirical foundations. International Journal of Conflict 

Management, 12(1), 47-68. 

Mohamad Saiful Bahri, M. Y., Ahmad Fuad, R.A, Mohamad Najib, M.P., See Ching 

Mey, Rogayah J., Ab Rahman, E. (2010). The Validity and Reliability Of 

USM Emotional Quotient Inventory (USMEQ-I): Its Use to Measure 

Emotional Quotient (EQ) of Future Medical Students. International Medical 

Journal. The Emotional Quotient Inventory (USMEQ-i) manual. Universiti 

Sains Malaysia, Malaysia.  

Moradi, M., & Honary H. (2011). Investigating emotional intelligence and job 

satisfaction among teachers of football league under 20 years. Allameh 

Tabatabai University in Tehran Journal Movement, 34. 

Morrison, J. (2008). The relationship between emotional intelligence competencies 

and preferred conflict‐handling styles. Journal of Nursing Management, 16(8), 

974-983. 

© C
OPYRIG

HT U
PM



 
113 

Motowidlo, S. J. (2003). Job performance. Handbook of psychology: Industrial and 

organizational psychology, 12, 39-53. 

Motowildo, S. J., Borman, W. C., & Schmit, M. J. (1997). A theory of individual 

differences in task and contextual performance. Human performance, 10(2), 

71-83. 

Borman, W. C., Motowidlo, S. J., & Hanser, L. M. (1983). A model of individual 

performance effectiveness: Thoughts about expanding the criterion space. 

In NK Eaton & JP Campbell (Chairs), Integrated criterion measurement for 

large-scale computerized selection and classification. Symposium conducted at 

the 91st Annual Convention of the American Psychological Association, 

Anaheim, CA. 

Mueller, R. O. (1999). Basic principles of structural equation modeling: An 

introduction to LISREL and EQS. United States of America: Springer Science 

& Business Media. 

Mukhtar, S. & Habib, M. N. (2010). Private sector managers approach to conflict 

management: A study of relationships between conflict management styles and 

personality type. Interdisciplinary Journal of Contemporary Research in 

Business, 2(1), 304. 

Munduate, L., Ganaza, J., Peiro, J. M. & Euwema, M. (1999). Patterns of styles in 

conflict management and effectiveness. International Journal of Conflict 

Management, 10(1), 5-24. 

Nair, N. (2008). Towards understanding the role of emotions in conflict: A review and 

future directions. International Journal of Conflict Management, 19(4), 359-

381. 

Ng, T. W. & Feldman, D. C. (2010). Organizational tenure and job 

performance. Journal of Management, 36(5), 1220-1250. 

O'Boyle, E. H., Humphrey, R. H., Pollack, J. M., Hawyer, T. H., & Story, P. A. (2011). 

The relation between emotional intelligence and job performance: A meta‐
analysis. Journal of Organizational Behavior, 32(5), 788-818. 

Ock, J. H., & Han, S. H. (2003). Lessons learned from rigid conflict resolution in an 

organization: Construction conflict case study. Journal of management in 

engineering, 19(2), 83-89.  

Ogunbayo, O. (2013). Conflict Management in Nigerian Construction Industry: 

Project Managers' View. Journal of Emerging Trends in Economics and 

Management Sciences, 4(2), 140. 

Olanrewaju, A. L., & Abdul-Aziz, A. R. (2015). An Overview of the Construction 

Industry. In Building Maintenance Processes and Practices (pp. 9-32). Springer, 

Singapore. 

© C
OPYRIG

HT U
PM



 
114 

Osborne, J., & Waters, E. (2002). Four assumptions of multiple regression that 

researchers should always test. Practical Assessment, Research & 

Evaluation, 8(2), 1-9. 

Othman, C. N., Yusof, M. S. B., Din, A. M., & Zakaria, L. A. (2016). Emotional 

Intelligence and Personality Traits in Relation to Psychological Health among 

Pharmacy Students in Malaysia. Procedia-Social and Behavioral Sciences, 222, 

253-262. 

Ozkalp, E., Sungur, Z., & Ayşe Özdemir, A. (2009). Conflict management styles of 

Turkish managers. Journal of European Industrial Training, 33(5), 419-438. 

Pearce, J., & Porter, L. (1986). "Employee Responses to Formal Performance 

Appraisal Feedback." Journal of Applied Psychology. 71 (2): 211-218. 

Pondy, L. R. (1967). Organizational conflict: Concepts and models. Administrative 

science quarterly, 296-320. 

Pruitt, D. G. (1983). Strategic choice in negotiation. American Behavioral 

Scientist, 27(2), 167-194. 

Pulakos, E. D. (1997). Ratings o f job performance. In D. L. Whetzel & G. R. 

Wheaton (Eds.), Applied Measurement Methods in Industrial Psychology (pp. 

291-317). Palo Alto, CA: Davies-Black Publishing. 

Putnam, L. L. (1988). Communication and interpersonal conflict in 

organizations. Management Communication Quarterly: McQ (1986-1998), 

1(3), 293. 

Rahim, M. A. (2000). Empirical studies on managing conflict.  

Rahim, M.A. (2001). Managing conflict in organizations. 3rd edition. Connecticut: 

Quorum Books. 

Rahim, M. A., M., Antonioni, D. & Psenicka, C. (2001). A structural equation model 

of leader power, subordinates' styles of handling conflict and job 

performance. International  Journal of Conflict Management, 12(3), 191-211. 

Rahim, M. A. (2002). Toward a theory of managing organizational 

conflict. International Journal of Conflict Management, 13(3), 206-235. 

Rahim, M. A., M., Psenicka, C., Polychroniou, P., Zhao, J. H., Yu, C. S., Anita Chan, 

K., & Ferdausy, S. (2002). A model of emotional intelligence and conflict 

management strategies: A study in seven countries. The International Journal 

of Organizational Analysis, 10(4), 302-326. 

Rahim, M.A., & Bonoma, T. V. (1979). Managing organizational conflict: A model 

for diagnosis and intervention. Psychological reports, 44(3_suppl), 1323-1344. 

Rahim, M. A. (1983). A measure of styles of handling interpersonal conflict. Academy 

of Management Journal, 26(2), 368-376. 

© C
OPYRIG

HT U
PM



 
115 

Rahim, M. A. (1985). A strategy for managing conflict in complex 

organizations. Human Relations, 38(1), 81-89. 

Rahim, M. A. (1992). Managing conflict in orgamzations (2nd ed.). Westport, CT: 

Praeger. 

Rahim, M. A. (2010). Managing conflict in organizations. Connecticut: Transaction 

Publishers. 

Rahmin, R. A. A., Danuri, M. S. M., Mohamed, O., & Karim, S. B. A. Negotiation as 

a means of trade usage to avoid dispute in Malaysian construction industry. 

Rahyu, I. (2004). Evaluation of emotional intelligence according to individual 

differences (Unpublished doctoral dissertation). Universiti Utara Malaysia: 

Sintok. 

Razak Bin Ibrahim, A., Roy, M. H., Ahmed, Z., & Imtiaz, G. (2010). An investigation 

of the status of the Malaysian construction industry. Benchmarking: An 

International Journal, 17(2), 294-308. 

Reio, T. G., Jr. & Trudel, J. (2013). Workplace incivility and conflict management 

style: Predicting job performance, organizational commitment, and turnover 

intent. International Journal of Adult Vocational Education and Technology, 

4(4), 15-37. 

Rich, B. L. (2006). Job engagement: Construct validation and relationships with job 

satisfaction, job involvement, and intrinsic motivation (Doctoral dissertation, 

University of Florida).  

Ngah, R., Jusoff, K., & Rahman, Z. A. (2009). Emotional Intelligence of Malaysian 

Academia towards Work Performance. International education studies, 2(2), 

103-112. Roloff, M. E. (1987). Communication and conflict.  

Saeed, T., Almas, S., Anis-ul-Haq, M., & Niazi, G. S. K. (2014). Leadership styles: 

relationship with conflict management styles. International Journal of Conflict 

Management, 25(3), 214-225. 

Salami, S. O. (2010). Conflict resolution strategies and organizational citizenship 

behavior: The moderating role of trait emotional intelligence. Social Behavior 

and Personality: An International Journal, 38(1), 75-86. 

Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, cognition 

and personality, 9(3), 185-211. 

Schlaerth, A., Ensari, N. and Christian, J. (2013), A meta-analytical review of the 

relationship between emotional intelligence and leaders’ constructive conflict 

management. Group Processes & Intergroup Relations, Vol. 16 No. 1, pp. 

126-136. 

© C
OPYRIG

HT U
PM



 
116 

Schraeder, M., Becton, J. B., & Portis, R. (2007). A Critical Examination of 

Performance Appraisals: An Organization's Friend or Foe?. The journal for 

quality and participation, 30(1), 20.  

Samad, S. (2011). Examining the effects of emotional intelligence on the relationship 

between organizational politics and job performance. International Journal of 

Business and Social Science, 2(6), 119-126. 

Sehat, M.R.B.M. (2004). Hubungan di antara persekitaran kerjasama dan kecerdasan 

emosi dalam mempengaruhi prestasi kerja (Unpublished doctoral dissertation). 

Universiti Utara Malaysia: Sintok. 

Sekaran, U. (2000). Research Methods for Business; A skill business approach. New 

York: JohnWiley and Sons. 

Sekaran, U., & Bougie, R. (2010). Research Methods for Business: A Skill Building 

Approach. (p.261-347) 5th ed. UK: John Wiley & Sons Ltd.  

Sekaran, U. (2003). Research methods for business . Hoboken. 

Shih, H. A., & Susanto, E. (2010). Conflict management styles, emotional intelligence, 

and job performance in public organizations. International Journal of Conflict 

Management, 21(2), 147-168. 

Smith, C. G. (1966). A comparative analysis of some conditions and consequences of 

intra-organizational conflict. Administrative Science Quarterly, 504-529. 

Somech, A. (2008). Managing conflict in school teams: The impact of task and goal 

interdependence on conflict management and team effectiveness. Educational 

administration quarterly, 44(3), 359-390. 

Sonnentag, S., & Frese, M. (2002). Performance concepts and performance 

theory. Psychological management of individual performance, 23(1), 3-25. 

Su Faizah, S. (2009). Hubungan antara kecerdasan emosi dengan gaya pengurusan 

konflik di kalangan kakitangan di JKR Malaysia (Unpublished doctoral 

dissertation). Universiti Utara Malaysia: Sintok. 

Suliman, A. M. & Al-Shaikh, F. N. (2007). Emotional intelligence at work: Links to 

conflict and innovation. Employee Relations, 29(2), 208-220. 

Sunindijo, R. Y. & Hadikusumo, B. H. (2013). Emotional intelligence for managing 

conflicts in the sociocultural norms of the Thai construction industry. Journal 

of Management in Engineering, 30(6), 4001-4025. 

Suppiah, W. R. & Rose, R. C. (2006). A competence-based view to conflict 

management. American Journal of Applied Sciences, 3(7), 1905-1909.  

Tedeschi, J. T., Schlenker, B. R. & Bonoma, T. W. (1973). Conflict, power and 

games: The experimental study of interpersonal relations. Chicago: Aldine. 

© C
OPYRIG

HT U
PM



 
117 

The Trading Economics : Malaysia GDP From Construction (2010-2015). Retrieved 

from :https://tradingeconomics.com/malaysia/gdp-from-construction 

Thomas, K. W. (1992). Conflict and conflict management: Reflections and 

update. Journal of organizational behavior, 13(3), 265-274. 

Thomas, K.W. and Kilmann, R.H. (1974), Thomas-Kilmann Conflict Mode 

Instrument, Xicom, Tuxedo, NY. 

Thomas, K. W., & Kilmann, R. H. (1978). Comparison of four instruments measuring 

conflict behavior. Psychological reports, 42(3_suppl), 1139-1145. 

Thomas, K. W., & Schmidt, W. H. (1976). A survey of managerial interests with 

respect to conflict. Academy of Management journal, 19(2), 315-318. 

Thomas, R. (2002). Conflict management systems: A methodology for addressing the 

cost of conflict in the workplace. Retrieved on July, 20, 2010. 

Tjosvold, D. & Sun, H. F. (2003). Openness among Chinese in conflict: Effects of 

direct discussion and warmth on integrative decision making. Journal of 

Applied Social Psychology, 33(9), 1878-1897. 

 Tjosvold, D. (1998). Cooperative and competitive goal approach to conflict: 

Accomplishments and challenges. Applied Psychology, 47(3), 285-

313.Tjosvold, D. (2006). Defining conflict and making choices about its 

management: Lighting the dark side of organizational life. International 

Journal of Conflict Management, 17(2), 87-95. 

Tjosvold, D. (2006). Defining conflict and making choices about its management: 

Lighting the dark side of organizational life. International Journal of Conflict 

Management, 17(2), 87-95. 

Tjosvold, D. (2008). The conflict‐positive organization: It depends upon us. Journal of 

Organizational Behavior, 29(1), 19-28. 

Antonioni, D. (1998). Relationship between the big five personality factors and 

conflict management styles. International journal of conflict management, 9(4), 

336-355. 

Trade, G., & Center, I. (2011). Market Watch Malaysia - 2010 Construction 

Industry.Trading economy report. 

Trudel, J. (2009). Workplace incivility: Relationship with conflict management styles 

and impact on perceived job performance, organizational commitment and 

turnover (Unpublished doctoral dissertation). University of Louisville: 

Louisville. 

Tubre, T. C., Arthur, W., Bennett, W. & Paul, D. S. (1996). The development of a 

general measure of performance. Human Resource Directorate - Armstrong 

Laboratory, Brooks AFB. 

© C
OPYRIG

HT U
PM

https://tradingeconomics.com/malaysia/gdp-from-construction


 
118 

Urbaniak, G. C., & Plous, S. (1997). Research randomizer. Retrieved July, 7, 2008. 

Verma, V. K. (1998). Conflict management. The Project Management Institute: 

Project Management Handbook, 353-364. 

Wall, J. A. & Callister, R. R. (1995). Conflict and its management. Journal of 

Management, 21(3), 515-558 

Weber, M. (1947). The theory of economic and social organization. Trans. AM 

Henderson and Talcott Parsons. New York: Oxford University Press. 

Weider-Hatfield, D. (1988). Assessing the Rahim organizational conflict inventory-II 

(ROCI-II). Management Communication Quarterly, 1(3), 350-366. 

Weider-Hatfield, D., & Hatfield, J. D. (1996). Superiors' conflict management 

strategies and subordinate outcomes. Management Communication 

Quarterly, 10(2), 189-208. 

Weisinger, H. (2006). Emotional intelligence at work. John Wiley & Sons 

White, J. C., Conant, J. S., & Echambadi, R. (2003). Marketing strategy development 

styles, implementation capability, and firm performance: Investigating the 

curvilinear impact of multiple strategy-making styles. Marketing Letters, 14(2), 

111-124. 

Wong, C. S., & Law, K. S. (2002). The effects of leader and follower emotional 

intelligence on performance and attitude: An exploratory study. The leadership 

quarterly, 13(3), 243-274. 

Wright, B. D. (1977). Solving measurement problems with the Rasch model. Journal 

of Educational Measurement, 14(2), 97-116. 

Wright, C. L. (2000). A multiple constituency analysis of the relationship between 

employee commitment and job performance (Doctoral dissertation, University 

of Tulsa).  

Wu, Y. C. (2011). Job stress and job performance among employees in the Taiwanese 

finance sector: The role of emotional intelligence. Social Behaviour and 

Personality: An International Journal, 39(1), 21-31. 

Yao, A. (2008). Emotional intelligence as a moderator of the relationship between 

occupational stress characteristics and job satisfaction. (Unpublished doctoral 

dissertation). Universiti Malaysia Sarawak: Kota Samarahan. 

YS Chan, I., Leung, M. Y., & Yuan, T. (2014). Structural relationships between 

cultural values and coping behaviors of professionals in the stressful 

construction industry. Engineering, Construction and Architectural 

Management, 21(2), 133-151. 

 

© C
OPYRIG

HT U
PM



 
119 

Yu, C. S., Sardessai, R. M., Lu, J. & Zhao, J. H. (2005). Relationship of emotional 

intelligence with conflict management styles: An empirical study in 

China. International Journal of Management and Enterprise Development, 

3(1-2), 19-29. 

Yusof, R. H. (2007). Relationships between emotional intelligence and organizational 

commitment and job performance among administrators in a Malaysian public 

University. Unpublished Ph. D Dissertation, University Putra Malaysia. 

Yusoff, M. S. B., Rahim, A. F. A., Baba, A. A., Ismail, S. B., & Esa, A. R. (2012). A 

study of psychological distress in two cohorts of first-year medical students 

that underwent different admission selection processes. The Malaysian journal 

of medical sciences: MJMS, 19(3), 29. 

Awang, Z. (2012). Structural equation modeling using AMOS graphic. Penerbit 

Universiti Teknologi MARA.  

Awang, Z. (2015). SEM Made Simple: A Gentle Approach to Learning Structural 

Equation Modeling. Selangor, Malaysia: MPWS Rich Publication Sdn. Bhd. 

Zawawi, D. and Tsang, D. (2009). Understanding emotional intelligence in a diverse 

society. International Journal of Business and Management Studies, 1(2). 27-

38. 

Zhang, S. J., Chen, Y. Q., & Sun, H. (2015). Emotional intelligence, conflict 

management styles, and innovation performance: An empirical study of 

Chinese employees. International Journal of Conflict Management, 26(4), 

450-478. 

Zhi, M., Hua, G. B., Wang, S. Q., & Ofori, G. (2003). Total factor productivity 

growth accounting in the construction industry of Singapore. Construction 

Management and Economics, 21(7), 707-718. 

Zuppa, D., Olbina, S., & Issa, R. (2016). Perceptions of trust in the US construction 

industry. Engineering, Construction and Architectural Management, 23(2), 

211-236. 

 

 

 

 

 

 

 

© C
OPYRIG

HT U
PM

http://centaur.reading.ac.uk/view/creators/90001710.html



