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ABSTRACT

The purpose of this review is to identify and investigate any gaps
regarding the influence of leadership theories or styles on conflict
management. The study was designed using a qualitative and descriptive
analytical technique. The preceding theoretical and empirical literatures
are compiled through systematic review. Despite the fact that a lot of
study has been done on leadership and conflict resolution, it hasn't been
specific. The research question that prompted this systematic review was:
Which identified leadership theories or styles are most closely related
to conflict management? In order to fill the gaps in the literature, this
systematic review were combine the leadership theories or styles used
in conflict management. It were done this through employing content
analysis to describe the various literature found and to explore the most
prevalent leadership theories or styles used in conflict management.
The data were derived from the databases Google Scholar, which the
reviewer chose for its broad scope of both published and unpublished
studies, Science direct or Scopus, which is included for its high quality,
Taylor & Francis, and Emerald. In this systematic review, databases
were systematically searched for eligible studies that are directly related
with that of leadership and conflict management and that are published
between 2010 and 2023. A total of 31 of the original 210 articles were
finally included in the study as a result of this evaluation, allowing a clear
outline and plan to be followed during the review process. The researcher
employed three inclusion criteria in this systematic review, such as the
search boundary, the publication date, the language, and the keywords. To
improve the conclusions from this review, the study removed unpublished
articles, working papers, and conference papers. After the search process
was complete, the leadership theories or styles and conflict management
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were grouped by the publication year, authors, study title, objectives,
findings, and the type of research method used to investigate the influence
of leadership theories and conflict management.

Keywords: Leadership Theories, Leadership Styles, Conflict Management,
Systematic Review

INTRODUCTION

Leadership is the art of influencing people to work together to achieve a
common goal. It is the process of directing and motivating individuals
or groups of individuals to take action to accomplish a specific goal.
Leadership involves inspiring, setting direction and providing guidance.
It also involves providing resources, developing relationships and creating
an environment of trust and cooperation. Leaders create an atmosphere of
trust, accountability and respect (Saeed, 2014). Leadership is a matter of
intelligence, trustworthiness, humaneness, courage, and discipline with
everyone. Therefore, we need good leaders to help guide us and make the
essential large-scale decisions to keep the organization and world moving.
Dealing with leadership failures shapes the future of any organization
(Lisa & Jim, 2009).

Leadership is hard work, and it’s getting harder. To truly excel, to
truly be a great leader over the long term, you must have the courage
and persistence to do the hard work of leadership. It’s challenging to
consistently deliver positive financial outcomes, achieve excellent team
performance, carry out a strategy, handle many competing priorities, and
promote innovation and managing different conflicts.

You must understand that as a leader, you alone can and must perform
difficult tasks; if you don’t do it, you will harm both your company and
yourself. If you are ready to be a true leader, then it’s time to learn a
rule that few leaders understand. That is the hard rule of leadership: If
you avoid the hard work of leadership, you will become a weak leader.
If you tackle the hard work of leadership, you’ll become a strong leader
(Vince, 2016). What makes a leader effective? Interpersonal, political,
intellectual, business management abilities and conflict management
abilities are all necessary for effective leadership (Yukl, 2006). Organizing
skills, envisioning success and ability to achieve social integration is also
important for leaders. One of the most important traits a leader must possess
is the ability to ensure their team’s efficiency and harmonious relation
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in achieving the organization goals and maintaining cohesive team. By
developing transparent systems and a sharing culture, they should seek
the cooperation of the workforce in terms of information for monitoring
the organization and its objectives. Leadership works with the vision,
culture, values and all strategically aligned features of the organizations
(Puranik, 2017). Generally speaking, a visionary perspective, adaptability
to change, personality flexibility and high moral and ethical standards are
found to be highly effective behavioral characteristics in leadership during
company growth and stability. In addition, the capacity to build social and
human capital along the sense making and giving to the employees during
conflict management process is also one of the most important skills of
leadership throughout organization difficult time (Abdul, 2020).

Furthermore, effective leadership ensures the situation whereby
subordinates are capable of cooperating with one another rather than
maintaining rigidity that leads to conflicts (Bass & Riggio, 2006).
Specifically, leaders play a critical role of moving employees involved in a
conflict situation from antagonistic to a more integrative and collaborative
solutions, thus changing conflict situation into a mutual problem sharing
situation (Bass & Riggio, 2006).

Leadership plays a major role in conflicts management. It is defined
in terms of “particular type of power relationship characterized by a group
member’s perception that another group member has the right to prescribe
behavior patterns for the former regarding his activity as a group member”
(Janda, 1960). One of the critical roles played by leadership in conflict
management is based on its values such as active listening skills, team
management, ethical and moral standards. Such values play a positive role
in both preventing as well as resolving conflicts (Kazimoto, 2013; Maier,
2010; Bass & Riggio, 20006).

Leadership Theories and Styles

Over time several leadership theories have arisen to describe what
effective leadership is. Many theories on leadership have been developed
in the last two centuries. Leadership theories try to explain why some
leaders are effective, and others do not and aim to provide options for
different scenarios. Since “Great Man” theories, which evolved in the 19*
century, leadership research has been growing significantly. Nevertheless,
the question still arises: what are the ingredients that are associated with a
great leader? Below, we will share the main types of leadership theories:
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Great Man Theory

The fundamental premise of the early leadership studies was that leaders
were born with particular natural talents and heroic characteristics that
have inspired others to follow them. The effort toward explorations for
common traits of leadership is protracted over centuries as most cultures
need heroes to define their successes and to justify their failures. In 1847,
Thomas Carlyle stated in the best interests of the heroes that “universal
history, the history of what man has accomplished in this world, is at the
bottom of the history of the great men who have worked here”. Carlyle
claimed in his “great man theory” that leaders are born and that only
those men who are endowed with heroic potentials could ever become the
leaders. He opined that great men were born, not made.

Trait Theory

Early theorists believed that leaders were born with specific physical and
psychological features that set them apart from non-leaders. The notion of
whether leadership skills were inherited or learned was discarded by trait
theories. According to Ekvall and Arvonen (1991), identified two traits:
emergent traits, which are heavily, influenced by heredity, such as height,
intelligence, attractiveness and self-confidence and effectiveness traits,
which are based on experience or learning.

Behavioral Theories

Researchers tried to determine what a leader does rather than what a leader
is since they were unable to come up with a set of universal leadership
characteristics. Contrary to trait theory, behavioral theories of leadership
suggest that leadership may be learnt. According to behavioral theories
of leadership, leaders can be identified by their specific characteristics.
These theories are predicated on the idea that a successful leader in any
setting is one who demonstrates the behaviors that are most supportive of
group productivity and group psychosocial development (Kovach, 2018).

Contingency Theories

Researchers next began to look at contextual and situational elements
that have an effect on leadership effectiveness. These theories argue that
there is no one best way to lead, thus those in charge should assess the
environment they are working in and modify their approach accordingly
to increase their effectiveness. These theories stress the importance of
considering other factors, such as group characteristics and the environment
of the organization, in order to fully understand leadership. The traits of
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followers, traits of work environments and follower tasks, and external
situations are the main situational variables. These theories argue that
there is no one leadership style that applies to or should be used in all
circumstances at work and that the optimum type of leadership relies on
situational factors. Because of this, effective leaders may modify their
style of leadership to suit the needs of the group, the circumstance, and
the goals that need to be met (Kovach, 2018).

Situational Leadership Theory

Situational leadership was first articulated by Paul Hersey and Ken
Blanchard in 1969; it is based on the premise that an effective leader’s
style and approach should be modified to fit the circumstances in order to
be successful. Situational leadership style means that, depending on the
circumstances of their subordinates and their level of motivation, leaders
must adjust the degree of supportiveness and directness to their employees.

Path-Goal Theory

Path-goal theory was created by Robert House in 1971. He was a graduate
at Ohio State University; this theory was later updated in 1996. According
to its definition, a leader should make their followers’ paths clear and
efficiently guide them toward their goals by removing obstacles. Directive
leadership is preferred when a task is challenging and ambiguous.

Leader-Member Exchange Theory

Leader-member exchange theory originally made in 1975 states that
because of time pressure, a leader and some members build a special
relation, and this group is known as in-group, and those members who
are not the part of this group come in our group. Those followers who are
the part of in-group get some favorable attitude from the employees in
comparison to those members who are the part of out-group. The focus of
the leader-member theory is on the relationship quality of a leader and his
subordinates (Kovach, 2018).

Transactional Leadership Theories

By the late 1970s and early 1980s, the leadership theories began to
diverge from the specific perspectives of the leader, leadership context,
and the follower and toward practices that positioned a further focus on
the interactions between the followers and leaders. According to House
and Shamir (1993), transactional leadership was defined as a style of
leadership where follower-leader relationships were based on a number
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of agreements. According to the transactional theory, leaders not only
affect followers but also are influenced by them. The focus of transactional
or exchange theories is on outcomes, and success is determined by
the organization’s system of incentives and punishments. In an effort
to identify the components that would lead to the best performance,
interactions between leaders and followers were examined.

The key characteristics of transactional leaders include their emphasis
on the role of supervision, formal authority, and use of extrinsic motivation
to motivate followers, strict adherence to rules, and development of a
mutual reinforcement dynamic wherein individual and organizational goals
are aligned. Transactional theories value a jointly beneficial relationship
between leaders and followers since human beings are searching for
pleasurable experiences and avoiding distasteful situations.

Observing transactional leadership, Bass and Avolio (1994) defined
it as “a type of contingent-reward leadership that had active and positive
exchange between leaders and followers whereby followers were rewarded
or recognized for accomplishing agreed upon objectives.” These rewards
from the leader may imply appreciation for merit raises, bonuses, and job
accomplishment.

Transformational Theories

Burns (1978), who originated the transformational leadership approach,
tried to understand followers’ needs and motivations in order to achieve
both leadership objectives and followers’ full potential. A link between
leaders and followers becomes possible through transformational
leadership, which raises both parties’ levels of motivation and morality
(Northouse, 2016). A framework for transformational leadership was
devised by Bass (1985) based on four characteristics of transformational
leadership: idealized influence, inspirational motivation, intellectual
stimulation, and individualized consideration. Idealized influence is
when a leader exhibits the attitude and commitment that they want their
followers to imitate. Inspirational motivation is communication of a
common vision and motivating followers by outlining significant goals
in straightforward ways. Intellectual stimulation is the encouragement
of followers to bring their creativity, beliefs, and values to cooperatively
solve problems. Finally, individualized consideration occurs when the
leader pays close attention to each follower’s requirements, treats each
worker as an individual, and considers their desires for advancement.
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Servant Leadership Theories

The term “servant leadership” was created by Robert Greenleaf. Greenleaf
stated in a 1970 essay that “the servant-leader is a servant first. It starts
with the instinctive desire to help others and put others first. Then, through
conscious choice, one develops a desire to lead. This individual differs
significantly from one who takes on leadership roles first, perhaps as a
result of the need to quell an odd power need or obtain material possession.
The leader-first and the servant first are two extreme types. Between them,
some shadings and blends are part of the infinite variety of human nature.
The difference manifests itself in the care taken by the servant first to
make sure that other people’s highest priority needs are being served.
The best test, and difficult to administer, is: Do those served grow as
persons? Do they, while being served, become healthier, wiser, freer, more
autonomous, more likely themselves to become servants? Moreover, what
is the effect on the least privileged in society? Will they benefit or at least
not be further deprived?” (Greenleaf, 1970). This leadership perspective
is founded on the idea that leaders should be focused on developing
an emotional connection with the followers; empathizing with their
needs; caring for and empowering them; and establishing the favorable
conditions for followers to grow and succeed. In place of self-interest,
servant leadership puts others’ needs first. It emphasizes change, long-
term connections, and focus on the future.

Authoritarian (Autocratic)

Leaders make all the decisions and have complete control over their
followers. This style can be effective in times of crisis or when quick
decisions need to be made, but it can also lead to resentment and low
morale among followers.

Participative (Democratic)

Leaders share decision-making power with their followers. This style
can be more effective in the long term, as it builds trust and commitment
among followers, but it can also be slower and more difficult to implement.

Laissez-Faire

Leaders give their followers a lot of autonomy and freedom. This style can
be effective when followers are highly skilled and motivated, but it can
also lead to chaos and confusion if followers are not clear on their roles
and responsibilities.
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Conflict Management

Conflicts can arise for a variety of reasons in various businesses, including
but not limited to structural issues like staff specialization, a lack of
resources, abuse of authority, as well as differences in responsibilities
and expectations (Barmao, 2013). Conflicts also arise when parties are in
a scenario where their aims, preferences, and concerns differ from those
of other parties (Baton, 2000). According to Baton 2000, Sharma and
Sehrawat (2014), Kazimoto (2013), this can be brought on by disparate
perceptions, opinions, personalities, communication styles, values,
backgrounds, interests, wants, needs, preferences, or goals, disparate
values, a lack of trust and understanding, personality conflicts, hostility,
opposing interests, poor communication, interpersonal issues, as well as
frustration.

In a group or organization, conflict management fundamentally refers
to a method that increases the positive parts of conflict while decreasing
its negative features (Alper, Tjosvold & Law, 2000). Its goal is to improve
group and individual results, such as an organization’s efficiency or
performance (Alper, Tjosvold & Law, 2000). Due to its ability to prevent
conflicts and permit workers to focus on their task, conflict management
plays a crucial role in workplaces, including but not limited to enhancing
productivity. This logically implies that in order to improve organizational
performance, leaders must appropriately handle conflicts. In fact, it is
suggested by Obasan (2011) that effective conflict management enhances
decision outcomes, particularly in task-related conflict and group through
a constructive critique as most tasks permit idea exchange and support
higher worker performance. The same way (Vigil-King, 2000) contends that
successful conflict management fosters strong organizational commitment
and provides support, work satisfaction, and increased productivity.

Leadership abilities that are obviously crucial for managing
conflicts in organizations, such as focusing on effective interpersonal
communications, working with a strategic plan, and delineating roles and
responsibilities, are applied naturally in conflict management (Program,
2006; Kazimoto, 2013). In particular, leadership promotes a balance
between the organization’s interests and the individual’s own interests,
ensuring harmonious relationships between leaders and subordinates and,
ultimately, either preventing conflicts or minimizing their negative effects
(Bass & Riggio, 2006).
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Research Debates

Leadership has been associated with behaviors including dedication to
the organization, satisfaction with, and confidence in the leader (Judge &
Piccolo, 2004), and employee’s intention to leave the organization (Bycio
etal., 1995). Leadership has also been associated with employee creativity
and motivation (Dvir et al., 2002). Leadership also predicts performance
outcomes (Barling et al., 1996). Leaders also have an effect on employee
well-being. Leadership predicts employee safety (Mullen & Kelloway,
2009) leadership also determines the stability of the work environment.
Taken together, these data clearly suggest that leadership matters, and
we now turn our attention to identifying which aspects of leadership or
leadership theories or styles are very important in resolving conflicts and
predicting organizational stability. Despite the fact that there has been a
lot of study done on leadership and conflict resolution, this assessment
shows that it has not been exhaustive or focused. This systematic review
focuses on leadership ideas or styles and conflict resolution. There are
several leadership theories or approaches that have been used successfully
in a variety of companies. When choosing a leadership philosophy or
style for the purpose of managing disputes, several factors must be taken
into account because the business environment is changing quickly. It is
discovered after looking through numerous research that all the ideas of
leadership and conflict management are not covered comprehensively in
a systematic manner. The relationship between various leadership theories
and conflict management was not taken into account in the studies on the
subject at hand. Studies that discussed leadership theories or styles in
relation to conflict management in various ways were found, however not
all theories were taken into consideration in order to determine how they
affected conflict management. These studies are therefore necessary to
close the knowledge gap on the systematic review of leadership theories or
styles and conflict resolution for selecting leadership theories in conflicting
environments. This systematic review was undertaken with the goal of
filling this research gap by posing the question: Which identified leadership
theories or styles are most closely related to conflict management? As a
result, this systematic review will provide an answer to the question of
how to combine leadership theories or styles used in conflict management
by using content analysis to describe the various literatures and explore
the most prevalent styles or theories.
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Research Method

This study used a systematic review of leadership theories or styles
and conflict resolution. A systematic review is a review of a well-defined
subject that makes use of systematic and explicit procedures to find, pick,
and evaluate pertinent research as well as to gather and analyze data
from the studies that are part of the review. Systematic reviews often
respond to their research issue by synthesizing all relevant data and
assessing the reliability and validity of that data. A systematic review
extracts and analyzes data from previously published research on the
subject, aggregates interpretations into a well-rounded conclusion, and
presents and integrates the characteristics and findings of the search
results in a systematic manner. The finest reviews link theory to evidence
and evidence to theory in order to derive general theoretical conclusions
about what a body of literature means (Siddaway et al., 2019). In order to
derive theoretical conclusions about what the literature means, an effective
systematic review synthesizes studies in support of a clearly specified set
of objectives with pre-defined eligibility criteria for investigations.

Data Gathering and Searching Strategy

Only 31 of the original 210 articles were finally included in the study, as
shown below. This allows for a precise outline and plan to be followed
during the review process. The review approach allows for the creation of a
systematic, repeatable, and transparent analysis in this study, and the paper
used a systematic article selection procedure, as outlined. The data were
derived from the databases Google Scholar, which the reviewer selected
for its broad scope of both published and unpublished studies, Science
direct or Scopus, which is included for its high quality, Taylor & Francis,
and Emerald. In this systematic review, databases were systematically
searched for eligible studies that are directly related with that of leadership
and conflict management and that are published between 2010 and 2023.
Based on this review, the reviewer selected 31 articles out of 210 studies
that came up in the search, 179 articles were rejected because they were
taken out of context, and they had no relevance to the study or its goals.
Finally, 31 articles that dealt with leadership theories or styles and conflict
management were used for a more thorough systematic assessment. The
identification of the articles was conducted as per the following diagram.
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Inclusion and Exclusion Criteria

Some criteria for inclusion and exclusion were employed in the current
investigation. The inclusion criteria consistently, dependably, uniformly,
and unbiasedly identify the study population. Three inclusion criteria,
including the search boundary, the publication date, the language, and the
keywords, were employed in this systematic review. The search’s findings
came from English-language journal articles articles that were published
between 2010 and 2023. The following keywords were used in the initial
search: “leadership”, “Leadership theories”, “leadership styles”, and
“Conflict management”. Additionally, a number of inclusion criteria were
employed by the study to filter papers for the review. These characteristics
included the use of English language, the years from which the papers were
published (2010-2023), and the fact that the paper’s primary focus was
on leadership theories or styles and conflict management. The exclusion
criteria comprise factors or characteristics that exclude the population
recruited for the study. These elements could affect the result parameter
as confounders. The exclusion criteria include duplication, relevance, and
quality. It was accomplished by reading the abstract and conclusion of
articles that were downloaded from various databases. In order to ensure
quality, the study eliminated unpublished journals, working papers, and
conference papers. The relevancy was assessed by determining if articles
matched the search-string keywords.

Analysis of Data

This study used descriptive content analysis, which was done using the
categories on the data extraction form. In order to discuss the research
characteristics results based on databases and level of analysis, it was done
using tabulation, charts, and percentages. The preceding empirical and
theoretical literatures are compiled via a systematic review. The reader is
given a brief overview of the examined papers in this study according to
the descriptive analysis, which also helps with the research features.

Table 1: Coding and Categorization for Systematic Review

Dimensions Frequency Percentage
Developed countries 12 38.7

Countries Developing countries 7 22.6

Context Sub-Saharan countries 4 12.9
None 8 25.8
Total 31 100
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Dimensions Frequency Percentage
Agriculture 1 3.22
Type of Service 14 45.16
organization | Manufacturing 6 19.4
Others 3 9.7
None 7 22.6
Total 31 100
Autocratic 0 0
Democratic 0 0
Situational 0 0
Leadership | [ ajssez faire 0 0
style Transformational 2 6.5
evaluated Transactional 0 0
Servant 2 6.5
Ethical 2 6.5
Mixed styles 5 16.1
Others 8 25.8
None 12 38.7
Total 31 100
Quantitative method 19 61.3
Qualitative method 8 25.8
Mixed method 0 0
Methods Empirical 1 3.2
used Case study 0 0
Others 3 9.7
Total 31 100
Topics and | Leadership and conflict 26 83.9
main sub- management
jects Mediating and modera- 5 16.1
tor factors
Others 0 0
Total 31 100

Table 1 showed how the background of the country had informed the
first categorization of codes. Every country had varied conditions, and each
had a different management philosophy and leadership style. A leadership
or motivational strategy that had been proven effective in one nation might
not work in another. The countries in this classification of context were
divided into four series: developed countries, developing countries, Sub-
Saharan regions, and none if the research was not particularly conducted
in/or for a particular country. The setting for the research had been
categorized using the codes A through D.
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The foundation for the other classification is the organization that
was analyzed. There are differences between industries in terms of
organizational structure, the way of working, culture, and leadership
style. Consequently, this section has been subdivided into five categories:
agriculture, services, manufacturing, others, and none. The codes range
from A to E, accordingly.

The other classification tries to group the leadership styles assessed in
the articles with letter codes from A to K. This classification is important
because leadership styles gives people direction, helps in the execution of
plans, and inspires employees. Besides assigning codes to eleven different
leadership styles, one code is given to a category where no specific
leadership style is investigated.

The other classification entails describing the research techniques that
were employed. This category has been given the codes A through F. It
was crucial to categorize research as either quantitative or qualitative. If a
research paper does not fit into one of the listed categories, it may fall into
other categories such as mixed method, empirical, and others.

The last classification tries to group the subject or topic and primary
issue assessed in the publications labeled with letters A through C. This
classification is important since the topic or primary subject of the study
gives the problem that the study is trying to solve. As a result, the topic is
treated as a different categorization base in this systematic study.

RESULTS AND DISCUSSION

Following the completion of the search process, the leadership theories or
styles and conflict management were grouped according to the publication
year, authors, study title, objectives, findings, types of research, types
of organization, and the geographic area in which the studies were
conducted. This study used a systematic review approach to look at the
conflict resolution and leadership theories.

Additionally, the current study aimed to assess the study’s deliverables;
a descriptive analytical technique was employed to arrive at conclusions
and suggestions. On the basis of the codes given to the articles in the
previous section, this section disclosed the data classification and
categorization of 31 articles. Table 1 presents the results along with
an analysis and interpretation of those results. Research gaps had been
identified for further research based on the findings.
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Countries context

= Developed = developing = Sub-Saharan = None

Fig. 2. The Countries Context on Which the Studies were Conducted

The country setting of the publications under examination was
recognized in the first classification. The country context was split into
four sections, A, B, C, and D, for coding purposes. Developed nations
received the code A, developing nations received the code B, Sub-Saharan
nations received the code C, and all other nations received the code D.

As shown in Fig. 2, the vast majority of studies—38.7% of the
articles were carried out in industrialized nations. Of the publications
reviewed, about 25.8% were not country-specific. 22.6% of the studies
under evaluation were conducted in underdeveloped nations. However,
only 12.9% of the papers that were assessed were about Sub-Saharan
Africa. From this we understand that the reviewed studies on leadership
theories and Conflict management issues pertaining to the Sub-Saharan
country were lacking. This shows a major research gap that needs to be
investigated in future research.

This classification, coded from A to K (Fig. 3), attempts to group
the various theories of leadership considered in the research under
consideration. Eleven leadership styles are given codes, and one code
is given to a category where no specific style is being assessed. Most
research (38.7%) do not focus on any one type of leadership theories
or styles; however, 6.5% of publications analyze transformational,
ethical, and servant leadership styles independently; 16.1% of papers
examine mixed forms; and 25.8% of studies focus on other diverse styles.
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Generally, from the evaluated leadership style the studies totally did not
consider Transactional, Situational, Autocratic, Democratic and Laissez
faire leadership styles particularly to investigate the relation between
leadership theories and conflict management. From this we understand
that the major and commonly known leadership styles or theories are not
considered particularly in the articles. This shows that the major research
gap that demands future research investigation.

leadership theories or styles evaluated

None
Others

Mixed styles (transformational,...
Ethical leadership
Servant leadership
Transactional leadership
Transformational leadership
Laissez faire leadership
Situational leadership
Democratic leadership

Autocratic leadership

0% 5% 10% 15% 20% 25% 30% 35% 40%

Fig. 3: Leadership Theories or Styles Evaluated in This Review

Types of organization

3.22%

= Agriculture = Service = Manufacturing = Others = None

Fig. 4: The Type of Organization
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This classification demonstrates the industry-based categorization.
Five categories—agriculture, services, manufacturing, others, and none—
have been established for this section. The codes range from A to E,
accordingly. According to the aforementioned statistic, 45.16 percent of
the articles under examination are focused on the service sector, while 22.6
percent of the articles under study didn’t specify the type of organization
they were researching. 19.4% of the articles analyzed had a manufacturing
business focus. Only 9.7% of the publications analyzed had a focus on
another form of organization, and 3.2% had an agriculture sector focus.
This suggests that the reviewed publications lack concentration in the
manufacturing and other organizations. This identifies the area of research
where additional study is required. As a result, researchers must look
into how various leadership theories or philosophies affect conflict
management in manufacturing organizations.

Methods Used

Ny

3.20%
0%

= Quantitative

= Qualitative

- Mixed Method
= Empirical

- others

Fig. 5: The Methods Applied by the Studies

In this category of classification, the research methodologies employed
for the study were identified and plotted in Fig. 5. Quantitative, qualitative,
mixed, empirical, and other kinds of this data had been coded in sets of
letters from A to E. Only quantitative methods were employed in about
61.3% of the papers under study, whereas only qualitative approaches
were used in 25.8% of the articles. However, none of the publications
under study used a mixed methodology; just 3.2% of the articles used an
empirical approach, while the remaining 9.7% used different approaches.
This indicates that the mixed technique was completely disregarded in
the reviewed articles. This shows a significant research gap that has to be
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filled by future research.

Topics of the study

90.00%
80.00%
70.00%
60.00%
50.00%
40.00%
30.00%
20.00%
10.00% -

0.00%

leadership & conflict Mediator and Moderator others
management factors

Fig. 6: The Topics of the Study Conducted

This type of classification involved determining the theme or primary
subject on which research was concentrated, as shown in Fig. 6. Leadership
and conflict management, as well as mediating and moderating elements
and others, have been categorized using letters from A to C. The direct
relationship between leadership and conflict management was observed in
approximately 83.9% of the articles under study. The remaining 16.1% of
the studies used mediating and moderating factors as a variable to show
the indirect impact of leadership on conflict management. From this we
understand that the indirect effect of leadership on conflict management is
not studied well or sufficiently. Therefore, this indicates the major research
gap that has to be investigated in future research. Future researcher has
to investigate the indirect relationship between leadership and conflict
management by utilizing a mediator variable through structural equation
model.

The Study Findings Discussion

In a variety of their duties, leaders deal with difficult challenges. Conflict
in the workplace is a specific problem that leaders might experience.
To effectively manage their organization, leaders must have a thorough
understanding of the different conflict management strategies that are
employed. To do this, they must become highly competent in all areas of
conflict resolution (Wanjiru, 2019). The various approaches to leadership
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should make sure that leaders define and determine the nature of conflicts
as they attempt to resolve them while using most effective conflict
management techniques. A strong leader should be able to identify the
characteristics, abilities, or conflict resolution techniques that are most
appropriate in any situation. Leaders can deal with issues using a variety
of ways. According to Marquis (2015) and Saiti (2015), the five strategies
are Smoothing Accommodating, Forcing-Competing, Avoidance,
Compromise, and Collaboration Integration. This study highlights the
influence of leadership theory on conflict resolution. The study primarily
discusses the leadership theories or philosophies that managers should
use to handle the many disputes that may arise in the workplace.
The examined research on leadership theories or styles and conflict
management, according to this systematic review, has a stronger emphasis
on generalized leadership theories or styles. Therefore, even though some
theories or styles of leadership are taken into account when discussing
conflict management, each theory of leadership is not specifically taken
into account in the study and was neglected. Therefore, the evaluated
studies did not take into account different leadership philosophies, such as
autocratic, democratic, situational or contingency leadership styles. Even
if transactional, laissez-faire, and transformational leadership theories or
styles were taken into consideration collectively, they are not taken into
account specifically to observe the influence of leadership theories on
conflict management. This indicated a major research gap that needs to
be investigated in future research.

Conflicts can occur between individuals, between groups, or inside
groups. Lack of communication, disobedience to the norms, and a lack
of cooperation can all lead to conflicts between various individuals
or groups of individuals within an organization. Conflicts can arise in
various businesses for a variety of reasons, including but not limited to
structural constraints like staff specialization, a lack of resources, abuse
of authority, and varying roles and expectations of individuals (Barmao,
2013). Conflicts also arise when parties are in a scenario where their aims,
preferences, and concerns differ from those of other parties (Baton, 2000).
According to Baton 2000, Sharma and Sehrawat (2014), Kazimoto (2013),
this can be brought on by disparate perceptions, opinions, personalities,
communication styles, values, backgrounds, interests, wants, needs,
preferences, or goals, different values, a lack of trust and understanding,
personality conflicts, hostility, opposing interests, poor communication,
interpersonal issues, as well as frustration.



20  Drishtikon: A Management Journal Volume 14 Issue 1 September 2022 - March 2023

To properly manage these causes of conflict, many leadership
philosophies will be needed. To handle disputes at work, leaders
might employ a variety of conflict resolution techniques. As a result, it
is reasonable to draw the conclusion that organizational leaders must
consider the situation when handling various conflicts that may arise in the
workplace. Future researchers should apply this study to various businesses
by concentrating on the manufacturing sectors, as the service sectors were
the primary emphasis of the publications we analyzed. The researchers
have looked at how different leadership theories or styles affect resolution
of conflicts. In order to better understand how each leadership theory or
style influences conflict management in various enterprises, particularly
in manufacturing companies, it is advised to employ the whole range of
leadership theories or styles. In general, it is advised to consider how each
leadership theory or style influences conflict resolution.

Additionally, as we are all aware, each country’s circumstances
influenced its management philosophy and style of leadership. It’s
possible that a leadership style that has worked in one country won’t
work in another. As a result, according to the study’s findings, the bulk
of the investigations were carried out in both developed and developing
nations. This showed that research on leadership theories and conflict
management in the Sub-Saharan region was lacking. This indicated a
major research gap that needs to be investigated in future research.

In order to assess the methodology used by the reviewed publications,
the researcher has also looked at the influence of various leadership
theories or styles on conflict management. As a result, according to the
study’s findings, the evaluated articles showed that the majority of the
research used pure quantitative methods while some used pure qualitative
methods. This showed that the mixed method is ignored in the papers
that have been analyzed about leadership theories or styles and conflict
management. Therefore, future researcher has to investigate the influence
of leadership theories or styles on conflict management by using a mixed
method to combine inductive as well as deductive thinking, and offsetting
limitations of exclusively quantitative and qualitative research through a
complementary approach that maximizes strengths of each data type and
to facilitate more comprehensive understanding.

The researcher also has examined the influence of leadership theories
or styles on conflict management to evaluate the main subject utilized by
the reviewed articles. Therefore, as per the study findings the reviewed
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articles indicated that the majority of the study were conducted to indicate
the direct relation that exists between leadership and conflict management.
The indirect effect of leadership on conflict management is not studied well
or sufficiently. Therefore, this indicates the major research gap that has
to be investigated in future research. Future researcher has to investigate
the indirect relationship between leadership and conflict management by
utilizing a mediator variable through structural equation model.

SIGNIFICANCE OF THE REVIEW

This study is extremely important for two main reasons. One is that
the paper adds to the body of knowledge already available on conflict
resolution and leadership theories or styles. Two, the report identifies the
research voids and proposes a research agenda for upcoming specialists
in the area. The authors’ main contribution is their listing of the main
area that future researcher can focus on, as well as the methodology they
can use, leadership theories or styles that can be taken as appropriate for
handling conflicts, as well as the sector and region they may choose to
concentrate on.

FUTURE RESEARCH DIRECTION

The current review primary contribution was a summary of the topics
covered in these review and the identification of knowledge gaps. The
current study looked at 31 articles that were solely concerned with
researching leadership theories or styles and conflict resolution. Based
on the gaps discovered, it can be concluded that there is plenty of room
for new study in the field of leadership and other areas that can be related
to it. According to the results of the current study, future researchers
can concentrate on Sub-Saharan countries and look into the ways that
conflict can be managed by different leadership theories in these nations’
workplaces. The study of the influence of leadership theories or styles
on conflict management across various geographical contexts can be the
focus of future studies.

Therefore, this study recommends that rather than generalizing
leadership theories, research be done on the influence of various leadership
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theories or styles on conflict management with various sector organizations
and geographic locations. In addition, future researcher has to conduct the
study on the influence of leadership theories on conflict management
through a mixed method in order to strategically integrate or combines
rigorous quantitative and qualitative research methods to draw on the
strengths of each. To observe the contribution of each leadership theories
or styles on conflict management the future researcher has to investigate
how each leadership theories or styles will contribute to conflict resolution
within the manufacturing working environment. Moreover, the majority
of the reviewed articles were conducted only to observe the direct relation
that exists between leadership and conflict management. Therefore, future
researcher has to conduct the study in order to investigate the indirect
relationship between leadership and conflict management by utilizing a
mediator variable through structural equation model.

LIMITATION OF THE STUDY

The only researches included in this paper are those that used the terms
leadership, leadership styles, leadership theories, and conflict management
and were published between 2010 and 2023. The use of descriptive content
analysis as a method of data analysis places yet another restriction on
this study. Even though the researcher used a systematic approach to
guarantee there were no potential biases in the study, this form of data
analysis is susceptible to potential subjectivity. Future research might
therefore decrease the problem of subjectivity by employing a variety of
software tools, as these technologies allow a researcher to minimize the
subjectivity that commonly arises during the application of conventional
content analysis and in the implementation of codifications manually
carried out by an academic.

CONCLUSION

The main objectives of this systematic review are to present, explore,
and identify gaps in the literature regarding the influence of leadership
theories on conflict management. Leadership focuses on enhancing
employee motivation, intelligence, and effectiveness, and leadership
theories can be used more to resolve conflicts. However, the reviewed
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articles did not identify the most effectively used leadership theories in
conflict management. Because the majority of the study conducted on
generalized leadership theories or styles, the articles did not concentrate
more on the particular leadership theories. In order to clearly determine
which leadership theories are best for handling various conflicts in the
environment, the future researcher must concentrate on the leadership
theories in particular and look at for how they affect conflict resolution.
Conflicts can be intergroup, intra-group, intrapersonal, or intrapersonal.
Lack of communication, disobedience to the norms, and a lack of
cooperation can all lead to conflicts between various individuals or groups
of individuals within an organization. To properly manage these causes of
conflict, numerous theories of leadership will be needed. Consequently, our
analysis suggests that managers should use a situational leadership style.
The contingency/situational theory contends that there is no ideal way
for leaders to lead. For managers, different circumstances call for diverse
leadership theories or styles. So, while monitoring conflict management,
it is essential to dig further in this technique.

In addition, the studied article gave insufficient concern for
manufacturing organizations. Moreover, the whole researchers have failed
to investigate the influence of leadership theories on conflict management
through the mixed approach. There was also a problem regarding
geographical coverage of the study. Furthermore, the majority of the
reviewed articles were focused on the direct relation that exists between
the leadership and conflict management. The articles gave insufficient
concern for indirect relationship that exists between leadership theories
and conflict management when they conduct the study. Therefore, future
researchers are suggested to carry out research by filling these gaps and
focusing on unexplored issue depend on their geographical areas with
their organizations.
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