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___________________________________________________________________________ 

 

The term that a group of people follow a certain individual for achieving a goal is 

referred to as leadership. According to the contemporary perception, conflict is a term that is 

inevitable and stated along with the concepts like hostility, negativity and resentment in 

between the individuals or organizations. The aim of the current study was to investigate the 

relationship between the leadership styles and the strategies of conflict management of 

emergency rescue employees who work in at constant stress environment. In the current 

study, the relationship between the leadership styles and the strategies of conflict management 

of emergency, rescue and intervention employees of Erzurum Province were investigated. It 

was observed that employees had used interactive leadership style more than transformational 

leadership style. Although they were preferred domination as the conflict management 

strategy, but also used integration, compromise, avoidance, compatibility strategies. The 

managers on both of the two leadership styles were used the integration strategy as the 

conflict method. It was concluded that manager of emergency, recue and intervention 

managers are required to adopt and implement transformational leadership style and the 

integration strategy as a conflict method because of their profession and working condition. 

     Key words: Emergency, Rescue and Intervention Employee, Leadership Styles, 

Strategies of Conflict Management. 
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Leadership    

Introduction The leader is seen as a 

person who affects and directs the 

behaviours of individuals in the context of 

a particular purpose.  More than one 

individual in order to come true their 

personal and group aims acting in 

accordance with his/her wishes, orders 

and directs and following the person is 

defined as leader (Koçel, 2011). In 

another definition of leadership is defined 

as uncovering ability that  all the workers 

of the organisation is directed, motivated, 

eagerness and  their loyalty to the 

organization in order to reach  the 

particular purpose (Taşkıran, 2006).  

 

Q`When looking through the definition 

a]“ ``/*d theory of leadership’s 

historical progress, it changes many times. 

These changes are collected in three 

classes by analysing with different 

methods (Yukl, 1989; Çelik, 2007; 

Kayworth and Liedner, 2002). These are 

characteristics of leadership theories, 

behavioural leadership theories and 

situational leadership theories. 

Characteristics of leadership theories 

focus on the question that “individual is 

born as leader or is the feature of 

leadership gained later?” (Higgs, 2003). 

The individual features of leader is laid 

stress on (Yukl, 1989). But it is important 

in behavioural theory of leadership how 

leader treats his/her environment and what 

he/she does. Leader has his/her specific 

behaviours and somebody who is 

displaying these behaviours can be leader 

is put forward in behavioural theory 

(Higgs and Rowland, 2001; Bakan and 

Büyükbeşe, 2008, Koçel, 2011). 

Characteristics theory of leadership and 

behavioural theory of leadership are 

different from each other. While one gives 

informations about the features of leader, 

the other one collects information about 

the behaviours of the leader. In both 

theory is ignored that the situational 

factors in which the leader is (Brestrick, 

1999). In behavioural theory of 

leadership, it is stressed that leader acts in 

accordance with the requirements of the 

situation. In other words, the feature of 

general leadership than the suitable 

conditions of leadership method is valid 

(Nicholson vd, 2007). 

In the researches about the 

leadership styles ongoing nowadays, there 

are different leadership methods that are 

exposed by looking through personal 

feature of leader, the process of leadership 

lived and the ambient conditions in (Çelik 

and Sümbül, 2008). Especially it has 

recently been made significant efforts to 

reveal the differences between 

transformational leader and transactional 

leader about the leadership. These 

leadership theories are the most important 
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contrastive theories related organisational 

transformation. Burns (1978) revealed first 

political manner thoughts about these two 

leadership concepts. Bass (1985) started to 

use these terms in organisational context 

by redefining (Eisenbach vd., 1999). 

Relations between the workers 

group gathered to do business in an official 

organisation which bounds for definite 

aims and the person who takes the lead this 

group can be four different types (Koçel, 

2011, Bass, 1985). First type behaviour 

depends on condition. The leader supplies 

much more support and source to the 

person whose performance is high. Second 

type behaviour is that the leader interferes 

in the workers while they are working. It is 

named as management of exceptions. 

Leader follows and corrects workers about 

the deviation of the standards and rules. In 

the third type, leader behaves passive in 

interference. Leader just interferes in the 

situations in which workers can’t reach the 

standards and when the problem about 

work arises. In the fourth type of 

leadership behaviour, leader assigns 

his/her responsibilities and avoids taking 

decision. 

In transformational leadership, 

leader gives priority to the interests and 

benefits of the workers by determining 

mission and vision in group, by affecting 

attitudes and perceptions. (Bass, 1985). 

The four behaviour components forming 

transformational leadership are dealt 

(Çalıkoğlu, 2004). Charisma or ideal 

effect; admiration to leader, respect, trust, 

take as an example. Inpiration; inculcating 

common purpose and providing 

motivation. Intellectual incentive; 

providing a new point of view and 

encouraging by criticising present 

structure. Individual interest; equally 

providing the needs of workers and 

striving and taking care efforts for their 

improvement by guiding them. 

Conflict 

Koçel (2011) defines conflict term 

as disagreement which occurs because of 

different reasons among one, more than 

one or a group. Eren (2001) defines 

conflict as a tension state which arises 

when coming across with an obstacle in 

terms of humans at the point of the 

physiological, social, psychological 

satisfaction. Şimşek (2002) defines conflict 

as disagreement and inconsistency arising 

because of sharing insufficient sources, 

distribution of roles and status, the 

differences of aims and morals in 

organisations.  

Theories dealing with the subject of 

conflict can be collected in three main 

groups. (Şimşek, 2002). 

Traditional approach assigns that 

conflict must be avoided and not to be 

wanted as a state (Kılınç, 1985). 

Behavioural approach states that not every 
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conflict is devastating and conflicts of 

group benefit to put into practise aims 

(Ertekin, 1993). According to modern 

approach, conflict is a natural concept as a 

result of human interactions. Conflict is 

seen as the pioneer of transformation and 

innovation as to contemporary 

management percept (Topaloğlu, 2011). 

When looked throughout the 

literature about conflict management, 

common working management types are 

integrating, obliging, dominating, avoiding 

and compromising.  

Integrating strategy is an organized 

effort to reach an agreement which 

combines needs and interest of both sides 

(Wexley and Yukl, 1977). It is aimed with 

this strategy is that exposing requests and 

needs, evaluating and recognizing conflict 

and discussing. After that by understanding 

sides’ wishes it passes to find the way 

which will solve the conflict at the last step 

(Bursalıoğlu, 1991; Friedman vd., 2000). 

The strategy of obliging is to make 

the other side accept his wishes by giving 

one side’s needs (Karip, 2003). The side 

used this type is supported generally by the 

other side who obeys. Obliging individuals 

are evaluated as weak (Rahim, 2001). 

It can be defined the strategy of 

dominating, one side shows his power, 

authority, force to the other side in order to 

solve the conflict. Supporter must accept 

the solution and the problem is solved 

(Şimşek, 2002). Manager shows definite 

behaviour in this type. The most definite 

features are insistence, threat and infliction 

in case. Manager says that he/she is 

manager and how the work must be done 

and he/she likes showing his/her power to 

them and he/she likes their obey to his/her 

rules (Tekarslan vd., 2000). 

In the strategy of avoiding, 

manager ignores the conflict, he/she is not 

supporter evidently and he/she does not 

want to interfere in the conflict in short 

time (Koçel, 2011). The subordinates who 

have differences and disagreements with 

their upper generally use this strategy as a 

solution. The requirements of job duty 

with each other in related states affect 

seriously the achievements badly (Bumin, 

1990).  

It is on nail in compromising 

strategy that worker sides agree on the 

common point by compensating their 

mutual interests and needs. The sides 

mutually give up some their wishes, they 

accept some of them (Robbins, 1996). It 

can be said that this strategy is beneficial 

in extended conflicts (Karip, 2003).  

Leaders can affect their relations 

with their workers by practising definite 

management styles (Northouse, 2001). 

Management conflict is a subject which 

creates problems between leader and 

workers for dual relations and 

contemporary leaderships. Leaders affect 
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their workers and so they have effect on all 

factors affecting the conflict in a group 

(Rahim, 2001). Leader, by affecting 

individuals and groups, actively take part 

in the process of conflict (Hendel, 2005). 

Methodology  

The aim of this research is to 

identify the relationship between 

emergency help, save and intervention 

worker’s leadership styles which are 

transformational leadership and 

transactional leadership and conflict 

management styles which are integrating, 

obliging, dominating, avoiding and 

compromising. In the result of this 

research thanks to obtained information it 

will be possible to analyse that which style 

of a leader used which style of conflict 

management style and also to commentate 

and evaluate the expectations and results in 

a true way will be possible. When looking 

at literature it can be seen that there are 

various leadership styles. The same 

condition is valid for conflict management. 

In this research just two theories are 

handled on and their relationship was 

examined. It assumed that anybody who 

joined in this survey gave true answers and 

if the participants are changed, the answers 

will not change. Because of limited budget 

and time, this research covered just 

Erzurum emergency, safe and intervention 

workers and not handled on like cover 

whole country, Turkey. In this research, 

simple sampling method was used by 

researchers. The result of this research is 

valid for just participants within the scope 

of and so that anyone cannot do 

generalization. This research supplies not 

only descriptive character and also 

inferential character. Because of 

descriptive character, descriptive statistics 

technics and confirmatory factor analysis 

(as inferential) was used in this research. 

This study researched on emergency, save 

and intervention workers (Naturel disaster 

emergency directorate, civil defence 

directorate, state of airport operation, Red 

Crescent, Fire-fighting-service) at Erzurum 

between 22.11.2013 – 05.12.2013 with 

using simple sampling method.  

Researchers completed the research 

by themselves. It was reached 223 workers 

at total. The researchers noticed that 35 

surveys were incorrect and the incorrect 

surveys eliminated from the study so the 

number of worker reached became 188 and 

these 188 surveys added to analysis. 

When the survey questions 

preparing, literature research had been 

searched and two measurement tools has 

been used and these tools are MLQ 

(multifactor leadership questionnaire) and 

ROC II (Rahim organization conflict 

Inventory-II). Survey reliability provided 

with Cronbach’s alpha (α=0.917). Face 

validity provided with asking 10 

academics. Necessary corrections were 
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made. Firstly at the survey, the researcher 

gave a place to his aim and secondly 

demographic characteristics (9
 
questions). 

In questionnaire, there were 33 questions 

about leadership styles and 27 questions 

about conflict management. Every 

participant who attend the survey gave 

answers according to their ideas and their 

own. Options which are used at analysis 

was arranged according to Likert style (5 

degrees). When the data was analysing, 

SPSS 15 pocket program was used. 

Research questions like in the examples: 

- Transactional leadership style which used 

affects conflict management style. 

- Transformational leadership style which 

used affects conflict management style. 

  

 Findings 

Percentage of distribution of 

information, which was obtained from 

research, was given of annex-1. For 

determine the transformational leadership 

style 20 question has been asked at the 

research (2, 6, 8, 9, 10, 13, 14, 15, 16, 17, 

18, 20, 22, 23, 26, 27, 28, 29, 31, 33). The 

average of questions is 3.08. For determine 

the transactional leadership style 13 

question has been asked (1, 3, 4, 5, 7, 9, 

11, 12, 21, 24, 25, 30, 32). The average of 

all of these questions is 3.21. To determine 

that are there any difference between these 

two leadership styles frequency of use or 

not, variance analysing for paired groups 

was used and it has been found that there  

was a difference between two styles 

frequency of use statistically significant 

(p< 0,01).  

To determine the integration 

strategy seven questions has been asked (1, 

4, 5, 12, 22, 23, 27). Average point of this 

question is 3.08. For obliging strategy 6 

questions has been asked (2, 10, 11, 13, 19, 

24). The average point of these questions 

2.93. For detect the dominating strategy 4 

questions have been asked (8, 9, 18, 21) 

and the average point of these is 3,34. For 

avoiding strategies 6 questions has been 

asked (3, 6, 16, 17, 25, 26). The average 

point of these questions is 2.97. For detect 

compromising strategy 4 questions has 

been asked            (7, 14, 15, 20). The 

average point of these questions is 2.98. 

For detect the difference between conflict 

management strategies K Related Test has 

been used. It has been found that there was 

a statistically difference (p<0,05). The 

conflict management strategy is the most 

used one is domination and then 

integration, compromising, avoiding and 

the least one is obliging. 

 

The Relationship Analysis Between 

Leadership Styles and Conflict 

Management Styles 

Confirmatory factor analysis which 

was made to find the relationship between 

transformational leadership style and 
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conflict management styles results were 

given at Table 1 (unstandardized 

regression coefficients) and Figure1 

(standardized regression coefficients). As a 

result of confirmatory factor analysis 

results, comparison of all fit indices, with 

their corresponding recommended values, 

provided evidence of a good model fit 

(CMIN/df=2.10, GFI=0.999, AGFI=0.992, 

NFI=0.999, CFI=0.999, IFI=0.998). 

 

 

Table 1.Unstandardized Regression Coefficients 

 
Estimate 

Standart 

Error 

Critical 

Coeff. 

Sig. 

Level 

transformational l.→ integration 0,982 0,054 18,179 ,000 

transformational l. → obligation 0,820 0,059 13,819 ,000 

transformational l. → avoiding 0,610 0,063 9,658 ,000 

transformational l. → compromising 0,928 0,064 14,537 ,000 

transformational l. → domination 0,318 0,074 4,321 ,000 

 

Figure1. Standardized regression coefficients 

 

Confirmatory factor analysis which was made to find the relationship between 

transactional leadership style and conflict management styles results were given at Table 2 

(unstandardized regression coefficients) and Figure 2 (standardized regression coefficients). 

As a result of confirmatory factor analysis results, comparison of all fit indices, with their 

corresponding recommended values, provided evidence of a good model fit (CMIN/df=4.740, 

GFI=0.998, AGFI=0.982, NFI=0.999, CFI=0.998, IFI=0.999). 
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Table 2.Unstandardized Regression Coefficients 

 
Estimate 

Standart 

Error 

Critical 

Coeff. 

Sig. 

Level 

transactional l.→ integration 0,993 0,065 15,265 ,000 

transactional l.→ obligation 0,841 0,067 12,463 ,000 

transactional l.→ avoiding 0,606 0,071 8,584 ,000 

transactional l.→ compromising 0,948 0,074 12,877 ,000 

transactional l.→ domination 0,321 0,080 4,071 ,000 

 

 

Figure 2. Standardized regression coefficients 

 

Results  

Disaster management is a dynamic 

process. As a result of this research, it has 

been seen that transactional and 

transformational leadership styles have 

been using as similar frequency. 

Transformational leadership style has some 

properties that are: open to development, 

exchangeable, creative, innovator, 

entrepreneur, not having the idea of saving 

the day, away from simplistic, aware the 

need of revive and performance enhancing. 

For the naturel disaster management a 

person who has these properties is 

necessary and inevitable. It is expected to 

see transformational leadership style but 

leaders used transactional leadership styles 

in this study. That was noticed in this 

study; domination leadership style is the 

most used leadership style in our sampling. 

However if this style uses often the side’s 

power, force and authority can be effect 

morale and motivation in a bad way. This 

study seems that by emergency help, save 

and intervention workers, leaders choose 

domination leadership styles the most and 

then integration, compromising, avoiding, 

obliging.  
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In the analysis between leadership 

styles and conflict management styles: 

either leaders who using transformational 

leadership styles (r=0,799) and leaders 

who using interactional leadership style 

(r=0,745) use integrating strategy as 

conflict management style. After using this 

strategy, they prefer compromising and 

obliging strategies. Both leadership styles 

use the domination strategy at least.  

Geçmez (2009), in his research, 

determined that there is a positive 

relationship between transactional 

leadership styles and compromising style. 

Beside this, he found that there is a 

positive and meaningful relationship 

between transformational leadership style 

and integration and obliging style, negative 

and meaningful relationship between 

domination style.  

In Karcıoğlu and Kahya’s study 

(2011), they noticed that leaders are using 

mostly problem solving style and then 

reconciliation style and the least using 

style is compliance in conflict management 

style. Doğan (2012) in the study which 

made with primary school students showed 

that there is a positive relationship between 

conflict resolution strategies and leadership 

styles (but in a low level) and when 

leadership properties increased, using 

conflict resolution strategies increased. 

Naturel disaster concept includes 

negative things. In this negative situation, 

it is inevitable that emerge a conflict. If the 

conflicts lead not well, it can increase the 

existing conflict and it can cause low 

performance. Directors and leaders should 

work with their workers together and 

perceive the result of conflict sides and 

should inform them. In the disasters 

volunteers are really important, it should 

be think that volunteers should use in a 

active way and for dominate them there 

must be a good leadership style. There 

should be use a modern and active 

leadership style that includes the ideas of 

sides and volunteers. 
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  ANNEX 1:     

(6) No Answer, (5) I totally agree, (4) I agree, (3) I partially agree, (2) I don’t agree, (1) I totally disagree 

Regarding the closest manager of yours, choose a number considering your manager’s attitude while managing.   

 1 2 3 4 5 6 mean 

1 My manager supports the employees according to their 

efforts and performances.   
14.9 19.7 22.9 24.5 13.3 4.8 3,02 

2 My manager reviews significant decisions of the 

employees by questioning these decisions.  
13.8 14.9 23.4 30.9 11.7 5.3 3,12 

3 My manager interferes the problems that may occur 

before get worse.   
11.2 11.7 30.9 25.0 17.6 3.7 3,27 

4 My manager focuses on written rules, corruptions, 

mistakes and deviations.  
8.5 13.3 26.6 34.6 11.2 5.9 3,28 

5 My manager absolutely interferes while a crucial 

decision is being taken.     
10.1 9.6 28.2 27.1 17 8 3,34 

6 My manager mentions about the beliefs and values, 

which are important for him, to the employees.  
12.8 11.7 22.9 31.9 13.3 7.4 3,23 

7 My manager gets involved in the event of need.   10.1 12.2 25 31.9 14.4 6.4 3,3 

8 My manager takes a different approach to the 

employees’ problems and looks for alternative 

solutions.   

16 16.5 23.4 24.5 14.4 5.3 3,05 

9 My manager doesn’t talk to the employees about the 

future in a pessimistic way.  
11.7 12.8 24.5 29.3 14.4 6.9 3,24 

10 My manager thinks that he is special to his employees 

and it is enjoyable to work together.  13.8 14.9 23.4 25 15.4 7.4 3,14 

11 My manager determines and tells the employees what 

they will get when they reach their goals.  
13.3 18.1 23.9 22.9 14.9 6.9 3,09 

12 My manager acts before things get worse among the 

employees. 
11.2 18.1 27.1 22.3 16 5.3 3,15 

13 My manager encourages the employees to raise their 

determination for success.  
16 15.4 25.5 22.3 14.9 5.9 3,05 

14 My manager explains the target which the employees 

should reach eagerly. 
12.8 15.4 23.4 28.7 12.8 6.9 3,14 

15 My manager spents time on the employees to improve 

themselves.  
12.8 20.2 24.5 23.9 12.8 5.3 3,04 

16 My manager leaves his own interests aside for his 

employees’ wellbeing.  
19.7 20.7 20.7 17.6 12.2 9 2,8 

17 My manager sees at the employees as the individuals 

who have different skills.  
13.3 13.8 27.7 25.5 14.9 4.8 3,16 

18 My manager behaves in such a way that his employees 

respect and admire him.  
12.8 20.2 19.7 24.5 15.4 7.4 3,1 

19 My manager never overlooks his employees’ fails and 

mistakes.  
10.6 14.9 23.9 29.3 16.5 4.3 3,27 

20 My manager cares about the ethical and moral 

consequences of the decisions which his employees 

take.  

10.1 8 26.1 35.1 13.8 6.9 3,37 

21 My manager keeps record of the conflicts and errors 

emerging between the employees.  
9.6 22.3 24.5 18.6 14.4 10.6 3,07 

22 My manager shows that he is someone to be imitated 

and to be copied.  
13.3 16 22.9 28.7 11.2 8 3,09 

23 My manager makes sense of practises to motivate the 

employees. 
16 19.1 25 20.7 13.3 5.9 2,96 

24 My manager warns his employees frequently about the 

mistakes they make. 
6.4 13.3 27.7 31.9 16 4.8 3,4 

25 My manager doesn’t hesitate to take decisions together.  19.1 10.6 18.6 28.7 18.6 4.3 3,18 

26 My manager provides training for his employees’ 

improvements.  
16 16 19.7 27.7 14.9 5.9 3,1 

27 My manager guides his employees to think 

innovatively. 
13.8 18.1 19.7 24.5 14.9 9 3,09 

28 My manager knows that his employees need to fulfil 

their duties.  
16.5 16 19.1 28.2 15.4 4.8 3,11 
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29 My manager directs his employees to think creatively.  12.2 29.3 19.7 22.3 10.1 6.4 2,88 

30 My manager is never late for responding to the urgent 

problems between employees.  
14.4 14.4 21.3 30.3 14.4 5.3 3,17 

31 My manager shares the risks with his employees.  14.4 14.9 26.6 24.5 12.8 6.9 3,07 

32 My manager states his satisfaction as he sees the effort 

and performance of his employees.  
12.8 14.9 23.4 25 17.6 6.4 3,21 

33 My manager guides his employees into a broader 

scanning.  
14.9 22.3 16 27.7 11.7 7.4 2,99 

         

How would your closest manager behave in the event of any conflicts in the team?  

1 My manager tries to converge on a remarkable solution 

with his employees.  
13.8 17.6 20.7 22.9 16.5 8.5 3,12 

2 My manager doesn’t try to solve the problems on his 

own.  
6.9 18.6 26.1 25 12.8 10.6 3,2 

3 My manager makes use of his employees’ ideas in 

order to achieve an acceptable solution.  
17 19.7 21.8 21.8 11.2 8.5 2,9 

4 My manager, takes decisions with his employees in 

order to achieve consensus.   
16 18.6 19.1 26.6 13.3 6.4 3,03 

5 My manager cares about cooperating in order to meet 

the common expectations in the process of problem 

solving. 

17.6 12.8 23.9 24.5 14.9 6.4 3,07 

6 My manager avoids mentioning about the divergences.  14.4 23.9 21.3 21.8 10.6 8 2,9 

7 My manager tries to find a common path in possible 

chaos times which the employees might face.   
13.3 16 21.8 28.7 11.7 8.5 3,1 

8 My manager restrains his employees by consulting to 

his experience and knowledge.  
13.8 18.1 19.7 22.3 14.9 11.2 3,07 

9 My manager uses his power on his employees to issue a 

decision upon his request.  
9.6 15.4 17 25.5 24.5 8 3,43 

10 My manager tries to care about his employees’ 

requests.  
15.4 16 20.2 24.5 16 8 3,1 

11 My manager takes notice of his employees’ requests 

without questioning.  
20.7 22.9 22.3 16 10.1 8 2,69 

12 My manager is regardful about the complete and 

correct information transfer in order to solve the 

problems with his employees.  

14.4 13.8 20.2 29.3 15.4 6.9 3,19 

13 My manager compensates for his employees’ requests 

if needed.  
22.9 21.8 22.3 17 9.6 6.4 2,66 

14 My manager tries to find a common path for 

unresolvable disagreements.  
15.4 18.6 23.4 21.8 16 4.8 3,04 

15 My manager evaluates the expectations of his 

employees in the process of solving the problems.  
16.5 17.6 21.8 26.6 11.2 6.4 2,98 

16 My manager disappears when a problem is likely to 

emerge.  
18.1 21.8 17.6 17 16.5 9 2,91 

17 My manager avoids having problems with his 

employees.  
16 17.6 19.1 25 13.8 8.5 3,03 

18 My manager uses his authority against his employees in 

order to make a decision upon his own request.  
11.7 22.3 15.4 23.4 20.2 6.9 3,19 

19 My manager usually acts according to the advices made 

by his employees.  
20.7 19.7 22.9 20.7 10.6 5.3 2,8 

20 My manager compensates if an agreement is needed.  14.9 24.5 23.9 17.6 10.6 8.5 2,83 

21 My manager follows everything connected with 

himself closely.  
4.3 9.6 24.5 25 27.7 9 3,68 

22 My manager let’s the concerns show up while solving 

the problems with his employees.  
13.3 20.7 24.5 18.6 13.8 9 2,99 

23 My manager while taking decisions to solve problems, 

cooperates with his employees.  
15.4 16 18.6 23.4 17.6 9 3,13 

24 My manager struggles to meet the expectations of his 

employees.  
16.5 16 15.4 26.6 18.6 6.9 3,16 

25 My manager hides his opinions to himself not to insult 

his employees and also for their wellbeing.  
17.6 21.8 19.1 19.1 10.6 11.7 2,81 

26 My manager avoids unpleasant arguements with his 

employees.  
13.3 12.2 20.7 27.1 19.1 7.4 3,29 

27 My manager struggles to cooperate with his employees 

in order to grasp the whole problem.  
13.3 17 21.3 23.9 13.8 10.6 3,09 
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