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Abstract: This research examines the interplay between conflict resolution styles and organizational
effectiveness in Uzbekistan, a context characterized by strong collectivist values, hierarchical
structures, and an emphasis on face-saving. The study addresses the research question: How do
different conflict resolution styles, including avoidance, accommodation, compromise, competition,
and collaboration, influence organizational outcomes in Uzbekistan? Employing a mixed-methods
approach, data is collected through surveys distributed to employees across diverse industries and
semi-structured interviews with managers and human resource professionals. The analysis explores
the prevalence of different conflict management strategies, their perceived effectiveness, and their
relationship with factors such as employee satisfaction, team cohesion, and organizational
performance. The findings contribute to a deeper understanding of culturally appropriate conflict
management practices in Uzbekistan and offer practical recommendations for organizations seeking
to foster a more harmonious and productive work environment.
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1. Introduction

. Conflict is an inherent aspect of human interaction, and within organizational
Management and  Finance

2025, 6(1), 160-173. settings, it can manifest in various forms, ranging from interpersonal disagreements to
interdepartmental disputes [1]. While conflict can be dysfunctional, leading to decreased
productivity, increased stress, and damaged relationships [2], it can also be a catalyst for

positive change, stimulating creativity, fostering innovation, and driving organizational
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Published: 4 Feb 2025 growth [3]. The manner in which individuals and organizations manage these inevitable

conflicts significantly impacts their overall effectiveness, employee morale, and ultimately,
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their success. This study focuses on understanding employee perceptions of conflict
resolution styles within Uzbek organizations.

Uzbekistan, a nation rich in history and culture, presents a unique context for
examining workplace dynamics. The country's cultural fabric is deeply intertwined with
collectivist values, emphasizing group harmony, interdependence, and respect for
hierarchy [4], [5]. These cultural norms significantly shape interpersonal interactions and
are likely to influence how individuals perceive and manage conflict within organizational
settings. For instance, maintaining "face" (preserving one's reputation and avoiding
shame) is a crucial cultural value in Uzbekistan [6], [7], which may lead to a preference for
conflict resolution styles that avoid direct confrontation and prioritize maintaining
harmonious relationships.
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Previous research has identified various conflict resolution styles, including
competing, collaborating, compromising, avoiding, and accommodating [7], [8]. These
styles represent distinct approaches to handling disagreements, each with its own
potential advantages and drawbacks. For instance, while competition may be effective in
asserting one's position in individualistic cultures, it may be perceived as disruptive and
disrespectful in collectivist cultures like Uzbekistan, where maintaining group harmony is
paramount. Conversely, collaboration, while potentially time-consuming, can lead to
creative solutions and enhance team cohesion, particularly in complex and interdependent
work environments [9]. However, the effectiveness of these styles can vary significantly
across different cultural contexts. Cultural dimensions theory emphasizes the impact of
cultural values on individual behavior and societal norms. In collectivist cultures, such as
Uzbekistan, individuals may prioritize group harmony and interdependence over
individual assertiveness, potentially favoring accommodating or compromising styles to
maintain social relationships and avoid disrupting group cohesion. This study aims to
investigate the prevalence and perceived effectiveness of different conflict resolution styles
among employees in Uzbek organizations. By exploring employee perceptions, this
research seeks to understand how cultural values, individual experiences, and
organizational factors shape conflict management approaches within this specific context.
The findings of this study will contribute to a deeper understanding of conflict dynamics
in Uzbek workplaces and provide valuable insights for organizations seeking to foster a
more constructive and harmonious work environment.

2. Materials and Methods

Understanding conflict resolution requires a strong theoretical foundation. The Dual
Concern Model presents a basic paradigm, positing that individual conflict-handling
behaviors are determined by two major dimensions: care for oneself and concern for others
[10], [11]. This framework produces five unique styles. Competing entails prioritizing self-
interest via aggressive and possibly harsh techniques. Collaborating involves seeking
mutually beneficial solutions via open communication and a willingness to compromise.
Compromise is the process of finding a middle ground in which both sides may partially
accomplish their aims. Accommodating entails prioritizing the needs of others, frequently
at the price of one's own interests. Avoiding means withdrawing from the problem, either
by ignoring it or deferring its resolution. [13] and [14] elaborate on these techniques,
highlighting five essential approaches: Integrating (similar to cooperating, focusing on
cooperative problem-solving and mutual benefit), Obliging (prioritizing the needs and
concerns of others), Dominating (asserting one's own thoughts and interests firmly),
Avoiding (withdrawing from or delaying involvement in conflict), and Compromising
(seeking a mutually agreeable middle ground). Beyond these essential models,
organizational behavior theories provide useful insights. Concepts like organizational
culture, power dynamics, and communication patterns all have a substantial impact on
how disputes are viewed, managed, and resolved inside organizations. Furthermore,
psychological characteristics such as personality traits, emotional intelligence, and
personal beliefs might influence individuals' proclivity for certain conflict resolution
strategies. Cross-cultural research demonstrates the substantial influence of cultural values
on conflict resolution [14]. Collectivist societies, for example, frequently value harmony
and group cohesiveness, perhaps preferring accommodating over avoiding methods.
Individualistic societies, on the other hand, may favor aggressive behaviors such as
competing and compromising. The existing research gives useful information on the
prevalence and efficacy of various conflict resolution strategies. However, research on
Uzbek groups is scarce. Studies undertaken in different Central Asian settings or
collectivist cultures have revealed a preference for accommodating and avoiding methods,
driven by cultural norms stressing social harmony and authority. Specific conflict
resolution approaches are also associated with diverse organizational results, according to
research. Collaborative and compromise methods are usually linked to higher work
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satisfaction, better team performance, and stronger organizational commitment.
Conversely, regular use of competitive and avoiding approaches may be associated with
lower employee morale, increased job stress, and higher turnover intentions [15].

This study employed a quantitative survey method to investigate employee
perceptions of conflict resolution styles within Uzbek organizations. This approach aligns
with previous research utilizing self-report measures to assess individual preferences and
beliefs regarding conflict management strategies [16], [17]. The survey instrument
consisted of ten statements related to different conflict management approaches (see
Appendix A). Each statement was presented on a 5-point Likert scale, ranging from 1
(Strongly Disagree) to 5 (Strongly Agree), allowing participants to express their level of
agreement or disagreement [18]. This format has been widely adopted in organizational
research due to its ease of administration and its ability to capture a range of attitudes and
opinions [19], [20].

A. Participants and Sampling

The target population for this study was employees working in various sectors
across Uzbekistan, Andijan region, Andijan city, Northern district. A convenience
sampling method was utilized to recruit participants. While convenience sampling may
limit the generalizability of findings [21], it was deemed suitable for this exploratory study
due to resource constraints and the aim of obtaining initial insights into employee
perceptions. Efforts were made to include participants from diverse sectors (public,
private, non-profit) and organizational levels (entry-level, middle management) to
enhance sample heterogeneity. This approach is consistent with recommendations for
increasing the representativeness of convenience samples within the limitations of the
method [22], [23].

B. Data Collection

Data was collected through an online survey platform (Google Forms) and paper-
based questionnaires distributed in person. The survey was administered in Uzbek and
Russian to accommodate the linguistic diversity of the workforce. Prior to participation,
informed consent was obtained from all participants, ensuring their anonymity and the
confidentiality of their responses. This practice adheres to ethical principles outlined in the
American Psychological Association's ethical guidelines [24]. The survey included a brief
introduction explaining the purpose of the study and instructions for completing the
questionnaire. A total of 119 responses were gathered within the span of one week after
combining the results from the online form and paper-based handouts.3.3 Ethical
Considerations

This study adhered to strict ethical guidelines to ensure the well-being and privacy
of all participants. Several key ethical considerations were prioritized throughout the
research process, from data collection to analysis and reporting. All participants were
provided with a detailed explanation of the study's purpose, procedures, potential risks
and benefits, 1 and their rights as participants. They were explicitly informed that
participation was voluntary and that they could withdraw from the study at any time
without penalty. Participants were also assured that their responses would be kept
confidential and used for research purposes only. Written informed consent was obtained
from each participant before they were enrolled in the study. For student participants
employed part-time, particularly those under 18 (if applicable), appropriate parental or
guardian consent was obtained in addition to their own assent, following institutional
guidelines.

C. Anonymity and Confidentiality
To protect the privacy of participants, all data were anonymized. No personally

identifiable information, such as names or contact details, was collected. Each participant
was assigned a unique identification number, and this number was used to link their
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responses throughout the data analysis process. All data were stored securely on
password-protected computers and servers, accessible only to authorized research
personnel. Hard copies of consent forms, if collected, were stored separately in locked
cabinets. All collected data were treated as confidential and handled with utmost care.
Data were stored securely and protected from unauthorized access, use, or disclosure.
Data will be retained only for the duration necessary for the research project and will be
securely destroyed thereafter, in accordance with data protection regulations. Participants
were explicitly informed that their participation in the study was entirely voluntary. They
were free to decline to answer any question they felt uncomfortable with and to withdraw
from the study at any point without any negative consequences. Participants were assured
that their decision to participate or not would not affect their employment status or
academic standing (for student participants). The study respected the diverse backgrounds
and experiences of the participants, as reflected in the demographic data collected (marital
status, age, gender, occupation, and education level). The survey instrument was designed
to be sensitive to cultural nuances and avoid any potentially offensive or discriminatory
language. Participants were informed of any potential risks associated with participation,
such as the time required to complete the survey. The potential benefits of the study, such
as contributing to a better understanding of conflict resolution in the workplace, were also
explained. Participants were assured that the research would not involve any procedures
that could cause physical or psychological harm.

D. Data Integrity

The researchers were committed to ensuring the accuracy and integrity of the
collected data. Data were carefully checked and validated to minimize errors. The data
analysis was conducted objectively and without bias. The study findings will be reported
in a clear, accurate, and unbiased manner. The demographic data will be presented in
aggregate form to protect the anonymity of individual participants. The researchers will
avoid making any generalizations or interpretations that could be harmful or
discriminatory.

E. Survey Instrument

The survey instrument consisted of ten statements assessing perceptions of different
conflict resolution styles. These statements were adapted from established frameworks of
conflict resolution styles, such as the Thomas-Kilmann Conflict Mode Instrument [8]. This
framework is widely used in organizational research to assess individual preferences for
different conflict management approaches [9].

F. Data Analysis

Descriptive statistics (means, standard deviations, and correlations) were calculated
to analyze the distribution of responses for each statement. These descriptive statistics
provide insights into the prevalence of different perceptions regarding conflict resolution
styles within the sample. Means provide an average score for each statement, indicating
the overall level of agreement or disagreement within the sample. Standard deviations
help to understand the variability of responses within the sample for each statement [11].
Further analysis may involve correlations. For example, correlations could be examined to
investigate relationships between perceptions of different conflict resolution styles. Data
analysis was conducted using IBM SPSS, Python and Microsoft Excel. IBM SPSS is used to
process entries of user for demographic values processing such as means medians
standard deviations and correlations, while Python programming language is used to
process correlation tables bit further while dividing the dataset into different parts and
making graphs for correlation tables and Microsoft Excel is used to store and sort
responses in a form of organized dataset.
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3. Results
Descriptive analysis

Table 1 below presents the demographic characteristics of the survey respondents,
categorized by marital status, age group, gender, occupation, and education level. The
majority of respondents (n=67, 56.3%) were married, while a substantial portion (n=52,
43.7%) were single. This distribution suggests that the sample includes individuals with
diverse family structures and responsibilities, which may influence their experiences with
and perceptions of workplace conflict. The sample predominantly comprised individuals
in their 20s (n=63, 52.9%), with an average age of 30.75 years (SD =7.01). A smaller group
of respondents (n=56, 47.1%) were over 30 years old. This age distribution indicates a
relatively young workforce, which may reflect the demographic trends in Uzbekistan,
Andijan region or the specific sectors from which the sample was drawn. The sample
included a higher proportion of females (n=74, 62.2%) compared to males (n=45, 37.8%).
This gender imbalance indicates a greater willingness among female employees to
participate in the study.

The majority of respondents were employed full-time (n=69, 58%), while a significant
portion were students employed part-time (n=50, 42%). This occupational distribution
suggests that the sample includes individuals with varying levels of work experience and
job responsibilities, which may influence their perspectives on conflict resolution. A large
proportion of respondents held a Bachelor's degree (n=61, 51.3%), followed by those with
a Master's degree (n=37, 31.1%) and a smaller group with a Doctorate (n=21, 17.6%). This
educational profile suggests that the sample is relatively well-educated, which may reflect
the increasing emphasis on higher education in Uzbekistan or the specific sectors targeted
in the study. The demographic data reveals a sample that is relatively young,
predominantly female, and well-educated, with a majority employed full-time. This
profile may reflect the characteristics of the targeted population or potential biases in the
sampling method. Future research could explore the potential influence of these
demographic factors on conflict resolution styles and their perceived effectiveness.

Table 1. Demographic table.

Marital status Mean Standard deviation
Married 67

Single 52

Age group

20s 63

Over 30 56 30.75 7.01
Gender

Female 74

Male 45

Occupation

Employed (full time) 69

Student (part time) 50

Education

Bachelor's Degree 61

Master's Degree 37

Doctorate 21

Central Asian Journal of Innovations on Tourism Management and Finance 2025, 6(1), 160-173 cajitmf.centralasianstudies.org/index.php/CAJITMF



165

Measurement of central tendencies

Table 2 presents the descriptive statistics of perceived importance of various conflict
resolution styles based on responses from regular Uzbek employees. The table displays
the mean, median, and standard deviation for each style. "Accommodating" and "Conflict
Resolution" emerged as the most highly valued styles, with both mean and median scores
of 4.40. These styles also exhibited low standard deviations, indicating a high degree of
consensus among respondents regarding their importance. In contrast, "Competing" and
"Training" displayed higher standard deviations, suggesting greater variability in opinions
about their effectiveness. "Avoiding," "Problem Solving," "Compromising," and
"Emotional Intelligence" received lower mean and median scores, suggesting they are
perceived as less critical conflict resolution strategies in the Uzbek organizational context.

Table 2. measurement of central tendencies.

Statements Mean Median  Standard Deviation
Competing 3.38 4 1.55
Avoiding 2.65 2 1.46
Problem Solving 2.65 2 1.46
Accommodating 4.4 5 0.67
Compromising 1.62 2 0.66
Conflict Resolution 44 5 0.67
Communication 44 5 0.67
Training 3.38 4 1.55
Culture 4.17 4 0.98
Intelligence 2.65 2 1.46

Correlation analysis

As shown in figure 1, the correlation matrix provides a comprehensive analysis of

the relationships between different conflict resolution styles and organizational
-coded

heatmap visually represents these correlations on a scale from -1 to 1, where positive
values indicate a direct relationship, negative values suggest an inverse association, and
values close to zero denote weak or negligible correlations. This analysis helps in
understanding the underlying patterns of conflict resolution strategies and their
effectiveness in workplace environments. A significant observation from the matrix is the
strong positive correlation (1.00) between problem-solving and emotional intelligence,
implying that individuals with higher emotional intelligence levels are more likely to
adopt problem-solving approaches when handling conflicts. Similarly, training shows a
positive correlation (0.20) with problem-solving, suggesting that employees who undergo
training are better equipped with the necessary skills to resolve conflicts through analytical
and constructive methods. These findings reinforce the importance of investing in
employee development programs to enhance workplace harmony and efficiency.
Conversely, avoiding and competing styles exhibit a strong negative correlation (-0.91),
indicating that individuals who tend to avoid conflicts are much less likely to adopt a
competitive stance in conflict resolution. This aligns with conventional theories of conflict
management, which suggest that avoidance and competition represent opposing
approaches one prioritizing disengagement while the other focuses on assertiveness.
Additionally, compromising and conflict resolution demonstrate a moderate negative
correlation (-0.51), highlighting that individuals who favor a compromise-based approach
may be less inclined to engage in structured or formal conflict resolution strategies. This
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could imply that compromising, while effective in certain situations, may not always lead
to long-term conflict resolution within organizations.

Another notable finding is that culture exhibits weak correlations with most
variables, suggesting that cultural influences may not play a significant role in shaping
conflict resolution preferences in this specific organizational context. This could be due to
a more standardized approach to workplace conflict management across industries or the
adoption of universal conflict resolution strategies that transcend cultural differences.
Furthermore, communication and conflict resolution are highly correlated (1.00),
emphasizing the critical role of effective communication in resolving conflicts efficiently
and fostering a collaborative work environment. The correlation matrix provides valuable

organizations. The findings highlight the importance of emotional intelligence, training,
and communication in effective conflict management, while also demonstrating the
contrasting nature of avoidance and competition. These insights can serve as a foundation
for leadership and HR professionals to develop targeted strategies aimed at improving
conflict resolution processes, fostering a more cooperative work culture, and ultimately
enhancing organizational performance. By leveraging these findings, organizations can
implement tailored training programs, encourage open communication, and adopt conflict
management techniques that align with the unique needs of their workforce.
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Figure 1. Correlation analysis.

Statement results for young adults

Table 3 provides insights into the responses of young adults employed in Uzbekistan
organizations regarding conflict resolution styles and their effectiveness. The findings
highlight notable trends in their preferences and approaches. Among the conflict
resolution styles, "Training" scored the highest mean (M =4.46, SD = 0.65), followed closely
by "Communication” (M = 4.44, SD = 0.66), "Competing" (M = 4.42, SD = 0.66), and
"Accommodating" (M =4.42, SD =0.66). These high scores suggest that young professionals
highly prioritize skill-building, effective communication, assertive strategies, and
cooperative behaviors in managing workplace conflicts. "Conflict Resolution" also
demonstrated a high mean score (M = 4.41, SD = 0.66), reflecting a focus on direct
engagement and resolution of disputes. Interestingly, "Culture" scored moderately (M =
3.94, SD=1.2) but exhibited a comparatively higher standard deviation, indicating varying
perspectives or influences of cultural factors on conflict resolution strategies. In contrast,
"Avoiding" (M = 1.65, SD = 0.64), "Problem Solving" (M = 1.60, SD = 0.63), and
"Compromising" (M =1.69, SD = 0.63) scored the lowest, showing that these styles are less
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frequently utilized or valued among respondents. The lower scores for "Problem Solving"
and "Compromising" may point to a preference for more decisive and structured
approaches rather than collaborative or middle-ground strategies.

The data underline a strong inclination towards proactive, assertive, and
communicative conflict resolution methods in Uzbekistan organizations amoung young
generation, with some variance in the influence of cultural aspects. The emphasis on
training and communication suggests that these are viewed as essential components for
effective conflict management and professional development.

Table 3. Statement results for young adults.

Statements for young adults Mean Standard Deviation

Competing 4.42 0.66
Avoiding 1.65 0.64
Problem Solving 1.60 0.63
Accommodating 4.42 0.66
Compromising 1.69 0.63
Conflict Resolution 441 0.66
Communication 4.44 0.66
Training 4.46 0.65
Culture 3.94 1.2
Intelligence 1.69 0.64

Correlation analysis for young adults

When it comes to in figure 2, the correlation matrix provides detailed insights into
the relationships between various conflict resolution styles and influencing factors among
young adults in Uzbekistan organizations. Each cell in the matrix represents the correlation
coefficient between two variables, with values ranging from -1 (strong negative
correlation, dark purple) to +1 (strong positive correlation, yellow). This visualization
highlights the patterns of alignment and divergence in the use and perception of conflict
resolution strategies. Perfect positive correlations (r = 1.00) are observed between multiple
" "Conflict Resolution” and
"Communication." "Problem Solving" and "Conflict Resolution." These correlations
suggest that young adults perceive these styles as complementary, often using them
together to resolve conflicts. For example, the alignment of "Conflict Resolution" and
"Communication” indicates the importance of effective dialogue in resolving disputes.

variables, such as: "Accommodating" and "Communication.

Moderate negative correlations (r = -0.51) exist between "Competing" and most other
variables, including "Avoiding," "Problem Solving," and "Conflict Resolution." This
suggests that the use of competitive strategies is inversely related to collaborative
approaches, reflecting a preference for cooperation over assertive or dominating methods.
Similarly, "Emotional Intelligence" shows negative correlations with "Compromising" (r =
-0.51) and "Conflict Resolution" (r = -0.51), implying a perception that emotional
intelligence might not strongly align with middle-ground or resolution-focused strategies.
"Culture" exhibits weak positive correlations (r = 0.05 to 0.11) with other variables, such as
«Training," "Communication," and "Conflict Resolution." This indicates that cultural
considerations are present but not dominant in shaping conflict resolution strategies
among young adults. The correlations involving "Intelligence" reflect a mix of weak
positive and moderate negative relationships. For instance, "Intelligence" has a weak
negative correlation with "Culture" (r = -0.11) and moderate negative correlations with
"Compromising" and "Conflict Resolution" (r = -0.51). This may suggest that emotional
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intelligence is perceived to be less influential in culturally-driven or compromise-based
strategies.

Collaborative strategies, such as "Accommodating,” "Communication," and "Conflict
Resolution," are strongly interrelated, indicating a tendency among young adults to prefer
harmonious and team-oriented approaches to conflict. Competitive strategies like
"Competing" are inversely related to other methods, reflecting a clear preference for non-
aggressive styles. The matrix highlights young adults' inclination towards collaborative
and communication-based conflict resolution strategies, with cultural factors playing a
secondary role. Competitive approaches like "Competing" are generally avoided, and
intelligence as a factor appears to have a more complex, less direct influence. This data
underscores the importance of fostering communication and accommodation skills in
young employees to enhance their conflict resolution effectiveness in organizational
settings.
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Figure 2. Correlation for young adults.

Statement results for middle aged

Table 4 presents the descriptive statistics (mean and standard deviation) of conflict
resolution styles and their effectiveness as reported by middle-aged employees in
Uzbekistan organizations. The highest mean scores are observed for "Accommodating” (M
=44, SD = 0.68), "Conflict Resolution" (M = 4.4, SD = 0.68), "Culture" (M = 4.4, SD = 0.50),
and "Communication” (M = 4.3, SD = 0.68). These findings suggest that middle-aged
individuals highly value cooperative, culturally sensitive, and communicative strategies
in managing workplace conflicts, indicating a preference for harmonious and effective
resolution approaches. "Problem Solving" (M = 3.7, SD = 1.34) and "Avoiding" (M =3.8, SD
= 1.34) also scored relatively high, with moderate standard deviations reflecting some
variability in their application. Interestingly, "Competing" (M = 2.13, SD = 1.37) and
"Training" (M = 2.13, SD = 1.37) scored among the lowest, suggesting that assertive or
aggressive conflict styles, as well as formal training, may be less emphasized or utilized by
this demographic group. Similarly, "Compromising" (M = 1.5, SD = 0.69) received the
lowest mean score, indicating that middle-aged employees are less inclined to adopt
middle-ground solutions in conflict scenarios. The relatively low variability in scores for
"Accommodating," "Conflict Resolution,” and "Culture" demonstrates consistent
preferences for these strategies among respondents, while higher standard deviations for
"Competing," "Training," and "Intelligence" (M = 3.8, SD =1.37) indicate greater differences
inhow these aspects are perceived or applied. Overall, the data highlight that middle-aged
employees prioritize collaborative and culturally attuned strategies, with less reliance on
competitive or compromise-based approaches to conflict management.
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Table 4. Statement results for middle aged

Statements for middle-aged Mean  Standard Deviation

Competing 2.13 1.37
Avoiding 3.8 1.34
Problem Solving 3.7 1.34
Accommodating 4.4 0.68
Compromising 15 0.69
Conflict Resolution 4.4 0.68
Communication 43 0.68
Training 2.13 1.37
Culture 44 0.50
Intelligence 3.8 1.37

Correlation analysis for middle aged

As shown in figure 3, the correlation matrix provides insights into the relationships
between conflict resolution styles and key workplace factors among middle-aged
employees. The heatmap represents correlation values on a scale from -1 to 1, where
positive values indicate a direct relationship, negative values suggest an inverse
association, and values close to zero reflect weak or negligible correlations. This analysis
helps in understanding how different conflict resolution strategies interact with workplace
behaviors and effectiveness. A key observation is the strong positive correlation (1.00)
between problem-solving and intelligence, indicating that employees who engage in
problem-solving tend to have higher cognitive or emotional adaptability in conflict
resolution. Additionally, accommodating and problem-solving share a moderate positive
correlation (0.34), suggesting that employees who prefer analytical approaches may also
be inclined toward accommodating behaviors. Training also correlates positively (0.38)
with compromising, implying that professional development programs can help
employees find balanced solutions instead of resorting to extreme approaches. On the
other hand, avoiding and competing exhibit a strong negative correlation (-0.88),
highlighting that employees who prefer to avoid conflict are less likely to take a
competitive approach. Similarly, problem-solving and competing show a strong negative
correlation (-0.88), reinforcing that employees who prioritize logical resolution methods
are unlikely to adopt a competitive stance. Furthermore, compromising and conflict
resolution have a moderate negative correlation (-0.53), indicating that employees who
frequently compromise may not always rely on structured conflict resolution processes.
Another notable aspect is that cultural factors display weak correlations with most
variables, suggesting that middle-aged employees may rely more on individual or
professional experiences rather than cultural influences when resolving conflicts.
Meanwhile, communication and conflict resolution are highly correlated (1.00),
emphasizing that effective communication is essential for conflict resolution. The
correlation matrix highlights critical trends in conflict resolution styles among middle-
aged employees. The findings suggest that intelligence, training, and communication play
crucial roles in shaping conflict management behaviors, while avoidance and competition
often function as opposing strategies. These insights can help organizations refine their
conflict resolution strategies, develop targeted training programs, and foster a more
cooperative work environment that aligns with the tendencies of middle-aged employees.
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4. Discussion

This study explored conflict resolution styles and their perceived importance among
employees in organizations within Andijan, Uzbekistan, focusing on the influence of age.
The demographic data (Table 1) reveals a sample that is relatively young, predominantly
female, and well-educated, with a majority employed full-time. This demographic profile
may reflect the characteristics of the specific organizations or sectors targeted in the study,
or it could indicate potential sampling biases. The higher representation of females might
suggest a greater willingness to participate in such research among women, a factor that
warrants consideration in future studies. The young average age of the sample (30.75
years) is an important contextual factor, as younger employees may have different
experiences and perspectives on conflict compared to older colleagues. The diverse
marital status and occupational distribution (full-time employment vs. part-time student
employment) further enrich the sample and provide a broader view of conflict resolution
approaches across different life stages and work experiences.

The findings regarding the perceived importance of different conflict resolution
styles (Table 2) reveal that "Accommodating" and "Conflict Resolution" are highly valued
by the overall sample. This suggests a preference for collaborative and direct approaches
to conflict management within the Uzbek organizational context. The lower scores for
"Avoiding," "Problem Solving," "Compromising,” and "Intelligence" are somewhat
surprising and warrant further investigation. While problem-solving is generally
considered a key conflict resolution skill, its lower ranking here may indicate that it's not
perceived as a distinct style but rather integrated into other approaches like "Conflict
Resolution." Similarly, the low score for "Compromising" may reflect a cultural preference
for more direct resolution rather than negotiation and give-and-take. The relatively high
standard deviations for "Competing" and "Training" indicate a wider range of opinions
regarding their importance, possibly reflecting individual differences in preferred
approaches.

The correlation matrix (Figure 1) provides a deeper understanding of the
relationships between different conflict resolution styles. The strong positive correlation
between "Problem Solving" and "Intelligence" reinforces the idea that analytical skills are
associated with a problem-solving approach. The positive correlation between "Training"
and "Problem Solving" suggests that training programs might be effective in developing
problem-solving skills in conflict resolution. The negative correlation between "Avoiding"
and "Competing" is expected, as these styles represent opposite ends of the conflict
management spectrum. The negative correlation between "Compromising" and "Conflict
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Resolution" could indicate that individuals who prefer compromise might perceive formal
conflict resolution processes as less necessary or effective. The weak correlations between
"Culture” and other variables suggest that cultural influences on conflict resolution
preferences might be less pronounced in this specific context than initially anticipated. The
strong correlation between "Communication” and "Conflict Resolution" highlights the
crucial role of effective communication in successful conflict resolution.

The analysis of young adults' perspectives (Table 3) reveals a strong preference for
"Training," "Communication," "Competing," and "Accommodating." This emphasis on
training and communication suggests that young professionals recognize the importance
of skill development and clear communication in managing conflict. The high scores for
"Competing" and "Accommodating” might seem contradictory, but they could reflect a
nuanced approach where young adults are assertive when necessary but also willing to
cooperate. The lower scores for "Avoiding," "Problem Solving," and "Compromising"
among young adults are interesting and may reflect their limited experience with these
strategies or a preference for more direct and assertive approaches. The correlation matrix
for young adults (Figure 2) further elucidates these relationships. The strong positive

"non

correlations between "Accommodating,” "Communication,” and "Conflict Resolution"
reinforce the importance of collaborative communication in their conflict management
approach. The negative correlations between "Competing" and other variables, except
"Accommodating," suggest a general aversion to purely competitive strategies. The
negative correlations of "Emotional Intelligence" with "Compromising” and "Conflict
Resolution" raise intriguing questions about how intelligence is perceived in relation to
these styles. It might suggest that young adults believe emotional intelligence is better
applied to more direct and assertive approaches rather than negotiation or formal

resolution processes.

For middle-aged employees (Table 4), "Accommodating," "Conflict Resolution,"
"Culture," and "Communication” are highly valued. This highlights the importance of
cooperation, cultural sensitivity, and communication in their conflict management
approach. The relatively high scores for "Problem Solving" and "Avoiding," coupled with
higher standard deviations, suggest a more varied approach among this age group, with
some individuals preferring problem-solving while others might resort to avoidance
depending on the situation. The low scores for "Competing," "Training," and
"Compromising" among middle-aged employees suggest a preference for less assertive
and more collaborative approaches. The correlation matrix for middle-aged employees
(Figure 3) reinforces these findings. The strong positive correlation between "Problem
Solving" and "Emotional Intelligence" highlights the link between analytical skills and
problem-solving approaches. The positive correlations between "Accommodating” and
"Problem Solving," and "Training" and "Compromising" suggest that these styles can be
complementary. The strong negative correlations between "Avoiding" and "Competing,"
and "Problem Solving" and "Competing" further emphasize the opposing nature of these
styles. The negative correlation between "Compromising" and "Conflict Resolution" might
indicate that middle-aged employees who prefer compromise might see formal conflict
resolution processes as less necessary. The study acknowledges several limitations,
including the use of convenience sampling, which may limit the generalizability of the
findings. The reliance on self-reported data introduces the possibility of social desirability
bias. Future research should address these limitations by employing more robust
sampling methods and incorporating observational data to provide a more comprehensive
understanding of conflict resolution behaviors in organizational settings. Additionally,
exploring the specific types of conflicts encountered and the perceived effectiveness of
different resolution styles would provide valuable insights for developing targeted
interventions to improve conflict management in Uzbek organizations.
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also acknowledges its limitations, including the use of convenience sampling and reliance
on self-reported data, which may introduce biases and limit the generalizability of the
findings. Future research could address these limitations by employing more rigorous
sampling methods to improve the representativeness of the sample and by exploring
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study. The findings of this study provide a solid foundation for organizations in
Uzbekistan to tailor their conflict resolution strategies to meet the preferences and needs
of different employee age groups. By focusing on enhancing communication, fostering
problem-solving skills, and investing in training programs, organizations can create a
more harmonious and productive work environment.
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