
 
 

1 
 

ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

SCHOOL OF PSYCHOLOGY 

 

 

 

 

 

STUDY OF CONFLICT MANAGEMENT TECHNIQUES IN FAITH 

BASED ORGANIZATIONS: THE CASE OF GULELE BETHEL MEKANE 

YESUS CHURCH 

 

 

 

 

 

NISHAN TAMIRU 

 

 

 

 

MAY 2014 

 

 



 
 

2 
 

STUDY OF CONFLICT MANAGEMENTTECHNIQUES 

IN FAITH BASED ORGANIZATIONS: THE CASE 

OF GULELE BETHEL MEKANE YESUS  

CHURCH 

 

 

 

 

 

A thesis Submitted to the 

School of Psychology 

Addis Ababa University 

 

 

 

 

In Partial Fulfillment of the Requirements for the 

Degree of Master of Arts in 

Social Psychology 

 

 

 

 

 

 



 
 

3 
 

ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

SCHOOL OF PSYCHOLOGY 

 

STUDY OF CONFLICT MANAGEMENT TECHNIQUES 

 IN FAITH BASED ORGANIZATIONS: THE CASE OF  

GULELE BETHEL MEKANE YESUS CHURCH 

 

 

BY 

 NISHAN TAMIRU 

 

Approval of Board of Examiners 

 

 

______________________________________                          _____________________ 

Chairperson, Department Graduate Committee                            Signature 

 

______________________________________                           ____________________ 

                  Advisor                                                                                Signature 

 

______________________________________                           ____________________ 

                 Examiner                                                                               Signature 

 

______________________________________                           ____________________ 

                Examiner                                                                                   Signature 



 
 

4 
 

ACKNOWLEDGMENTS  

I am deeply indebted to my advisor, Professor Habtamu Wondimu, for his persistent effort in 

guiding, counseling and engaging me in conducting this study from designing the research 

project up to its completion, which otherwise would hardly be realized in its present form.  

I also would like to thank my teachers, in social psychology department, who advised me in 

choosing the title and other activities. I also thank all the participants who provided me data for 

the study. 

My utmost appreciation and gratitude goes to Girum Tamiru for his endless support and 

encouragement throughout the whole course of the study.  

Lastly, I also express my grateful thanks to my mother Aster Agidew, my sisters, brothers and 

friends for their encouragement and for being with me in prayers.  

 

 

 

 

 

 

 



 
 

5 
 

Table of Contents 

ACKNOWLEDGEMENTS -------------------------------------------------------------------------------------- I 

LIST OF TABLES -------------------------------------------------------------------------------------------II  

ABSTRACT ------------------------------------------------------------------------------------------------ III  

 

CHAPTER ONE ---------------------------------------------------------------------------------------------- 1  

     1. INTRODUCTION ------------------------------------------------------------------------------------- 1  

          1.1. Background of the Study -----------------------------------------------------------------------  1  

          1.2. Statement of the Problem ----------------------------------------------------------------------- 3  

          1.3. Research Questions ------------------------------------------------------------------------------  4  

          1.4. Objectives of the Study ------------------------------------------------------------------------- 4 

                 1.4.1. General Objective ------------------------------------------------------------------------ 4 

                 1.4.2. Specific Objectives of the Study ------------------------------------------------------- 4  

          1.5. Significance of the Study ----------------------------------------------------------------------- 5 

          1.6. Delimitation of the Study ----------------------------------------------------------------------- 6  

          1.7. Limitation of the Study ------------------------------------------------------------------------- 6  

         CHAPTER TWO --------------------------------------------------------------------------------------  7       

      2. LITERATURE REVIEW --------------------------------------------------------------------------- 7 

2.1.An over view of Conflict ---------------------------------------------------------------------- 7 

2.1.1.  Conflict ---------------------------------------------------------------------------------- 7 

2.1.2. Interpersonal Conflict  --------------------------------------------------------------- 9 

2.2.Theoretical Perspectives ---------------------------------------------------------------------- 11 

2.3.Principles of Interpersonal Conflict ---------------------------------------------------------12 



 
 

6 
 

2.4.Levels of Conflict ------------------------------------------------------------------------------15 

2.5. The Nature of Conflict ----------------------------------------------------------------------- 17 

2.5.1. Constructive Conflicts ----------------------------------------------------------------18 

2.5.2. Destructive Conflicts ----------------------------------------------------------------  19 

2.6. Outcomes of Conflicts ------------------------------------------------------------------- 20 

2.7. Types of Conflict ------------------------------------------------------------------------- 21 

2.7.1. Cognitive Conflict -------------------------------------------------------------------- 22 

2.7.2. Affective Conflict -------------------------------------------------------------------- 23 

2.8. Causes of Conflicts Causes of Conflicts ----------------------------------------------- 24 

2.8.1. Causes of Interpersonal Conflict --------------------------------------------------- 25 

2.8.2. Common Causes of Conflict -------------------------------------------------------- 27 

2.9. Interpersonal Conflict Styles and Strategies ------------------------------------------ 28 

2.10. Interpersonal Conflict Management Technique -------------------------------------- 29 

2.10.1. Predominantly used Conflict Management Techniques -------------------- 31 

2.11. Indirect Conflict Management Approaches ------------------------------------------- 36 

CHAPTER THREE------------------------------------------------------------------------------------------38  

      3. METHODOLOGY -----------------------------------------------------------------------------------38  

             3.1. Brief Overview of the Sample Church Structure------------------------------------------38  

             3.2. Research Design ------------------------------------------------------------------------------38  

             3.3. Study Site --------------------------------------------------------------------------------------39  

             3.4. The Target Population------------------------------------------------------------------------39  

             3.5. The Subject and the Sampling Procedures ------------------------------------------------40  

            3.6. Sources of Data for the Study ----------------------------------------------------------------41  



 
 

7 
 

            3.7. Developing Data Collection Instrument----------------------------------------------------42  

            3.8. Assessment of the Instrument ----------------------------------------------------------------42  

            3.9. The Pre- Pilot Work ---------------------------------------------------------------------------43  

            3.10. Pilot Study-------------------------------------------------------------------------------------43  

            3.11. Procedure of Data Collection --------------------------------------------------------------45  

            3.12. Method of Data Analysis -------------------------------------------------------------------45  

3.12.1. Types of Interpersonal Conflict----------------------------------------------------46 

3.12.2. Causes of Interpersonal Conflict-------------------------------------------------------46 

3.12.2. Interpersonal Conflict Management Techniques--------------------------------47 

CHAPTER FOUR--------------------------------------------------------------------------------------------48 

       4.1. RESULTS ------------------------------------------------------------------------------------------ 48  

             4.1.2. Demographic Characteristics of the Respondents ------------------------------------48  

             4.1.2. Types of Interpersonal Conflict ----------------------------------------------------------49 

                    4.1.2.1. Type of Cognitive Conflict --------------------------------------------------------50  

                    4.1.2.2. Type of Affective Conflict ---------------------------------------------------------51  

             4.1.3. Causes of Interpersonal Conflict ---------------------------------------------------------53  

             4.1.4. Interpersonal Conflict Management Techniques ---------------------------------------57  

      4.2. DISCUSSION -------------------------------------------------------------------------------------- 66 

CHAPTER FIVE --------------------------------------------------------------------------------------------71  

      5. SUMMARY, CONCLUSIONS AND RECOMMENDATIONS -----------------------------71  



 
 

8 
 

            5.1. Summary ---------------------------------------------------------------------------------------71  

            5.2. Conclusions ------------------------------------------------------------------------------------72  

            5.3. Recommendations -----------------------------------------------------------------------------73  

REFERENCES ---------------------------------------------------------------------------------------------- 75 

APPENDICES  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

9 
 

ABSTRACT 

The purpose of this research was studies the types of interpersonal conflicts, causes of conflicts 

and management techniques of interpersonal conflicts in a faith-based organization Gulele 

Bethel Mekane Yesus Church. The subject participated in this study were 162 members of Gulele 

Bethel Mekane Yesus Church, in Addis Ababa, Addis Ketema sub-city. The method used to select 

the samples was cluster sampling. The instrument employed in data collection was a 

questionnaire. Frequency and percentage were employed in analysis of the data. Accordingly, the 

result of frequency and percentage analysis indicated that cognitive type of conflict is the most 

frequent type of conflict. With regard to causes of conflict, scarcity of resources, differences in 

attitude, values or perceptions, disagreements about needs, goals, priorities, positions and 

interests, and poor communications are the major ones. Findings of the research show that 

members of Gulele Bethel Mekane Yesus Church use the five techniques of conflict management: 

competing, avoiding, accommodating, compromising and collaborating. In addition to that, the 

Gulele Bethel Mekane Yesus Church members employ indirect conflict management techniques 

such as altering scripts and myths.  
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CHAPTER ONE 

1. INTRODUCTION 

1.1. Background of the Study  

Conflicts between persons or groups happen in all societies, with the strength, frequency, causes 

for, and look of conflict varying extensively from one society to another (Levinson, 1994). 

Conflict is a social reality; it is natural to all societies. In human beings‟ lives, difference o f 

benefits and views, and conflicts are normal; they can occur in the inside of a person. They 

appear within two or more than two people, clusters or institutes, circumstances, etc. In brief, 

conflicts can occur in all stages, from the local to the worldwide level; from intra- individual to 

group level (Mbalamya, 2012). Conflict is usual in human relationship. No one can have the 

same opinion in all aspect.  

Walls (1995) stated, “Conflict always involves communication”.  In addition, Runde and 

Flanagan (2007) stated that conflict, particularly in organizational contexts, frequently comes up 

between people who have mutually dependent interaction. Whenever people intract each other or 

they have dependent on one another for some reasons, they can express differences. These 

differences may become causes for conflicts. Conflict occurs when people disagree over their 

morals, inspirations, perceptions, thoughts, or needs.  

Mainly group conflict stems from fight for treasured material resources or for communal rewards 

like admiration and respect (Smith & Mackie, 2007). Like group conflict, most interpersonal 

conflicts arise because of fight, limited resources, respect, and the like. Franzoi (2000) cited that 

two clusters struggle for a limited number of resources such as careers, accommodation, 
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consumer deals, or even foodstuff, a group‟s achievement turns into the other‟s failure and makes 

a breeding position for unfairness (Duckitt&Mphuthing, 1998; Quillian, 1995).  

People in conflict recognize that they have mismatched objectives or wellbeing, and that others 

are an origin of intrusion in accomplishing their objectives (Walls, 1999). People who 

congregated in faith-based organizations have their own goals or interests; to achieve each ones 

goals, they may interact and interfere with ones interests. The interactions can create strong 

interpersonal relationship between them. The interferences can become a reason for conflict.  

According to Levinson (1994), all societies have ways to resolution conflicts within members of 

the group; again, there is significant dissimilarity between societies. These people can also use 

their techniques to deal with conflicts that may arise in their interpersonal relationships. In 

addition, to handle the conflicts productively, they will need to find out and perform how to 

decrease pressure rapidly in the moment and the capacity to stay contented sufficient with their 

feelings to respond in productive ways even in the middle of an disagreement (Strickland, 2001).  

Haynes (2009), cited that persons and faith-based organizations from a variety of religious ways 

of life are progressively dynamic in efforts to finish conflicts and to promote post-conflict 

resolution between warring parties in diverse divisions of the world (Bouta et al., 2005; Smock, 

2006). persons who have religious environment have spiritual background of administring 

conflicts but whatsoever they are, as human, individuals in such organizations can face diverse 

types of conflicts like intrapersonal, interpersonal, intra-group, and intergroup conflicts 

(Matsumoto, 2001). From these, based on Haynes (2009) view, interpersonal conflict is likely to 

arise between individuals. Interpersonal conflict is a disagreement between or among associated 

individuals who distinguish their goals as contrary. 
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However, functional conflict administration grounded in the idea that all parties can recognize at 

least some of their ambitions. Functional conflict takes place when the parties are dedicated to 

functioning through their variations, rather than either keeping away from them or just helping 

ones place over the other (Walls, 1999). Hence, people in a certain organizations have to manage 

and hold interpersonal conflicts cleverly, and then the consequence will be constructive and 

useful to their relations. The researcher believes that to manage interpersonal conflicts individuals 

in Gulele Bethel Mekane Yesus Church use different conflict management techniques.  

1.2. Statement of the Problem 

As pointed out above, several researchers have given much weight to the types of interpersonal 

conflict, causes of interpersonal conflict and conflict management techniques in different settings 

like schools, and other non-faith based organizations. The results of these studies have revealed 

the types of interpersonal conflict, causes of interpersonal conflict and conflict management 

techniques in the organizations. As far as the knowledge of the researcher, interpersonal conflict 

in faith-based organizations does not get much emphasis.  Therefore, it is a keen interest of the 

researcher to see the above variables in faith-based organizations. 

The main purpose of this research is to study the common types of interpersonal conflicts, major 

causes of interpersonal conflicts and techniques that individual‟s use for managing conflicts in 

interpersonal relationships based on a particular faith based organization, Gulele Bethel Mekane 

Yesus Church.  
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1.3. Research Questions  

The study was designed to answer the following specific questions:  

 What are the common types of interpersonal relationships conflicts existing in Gulele 

Bethel Mekane Yesus Church? 

 What are the main causes of conflict in Gulele Bethel Mekane Yesus Church?  

 What techniques do individuals use in this faith-based organization to manage conflict 

arising within interpersonal relations?  

1.4.  Objectives  

                      1.4.1. General Objective  

Based on the above stated questions, the general objective of this study focus on the following 

issues:  

This study focuses on the investigating of the types of conflicts, causes of conflicts and techniques that 

individual’s use to manage conflicts in their interpersonal relationships, in a faith-based organization, 

Gulele Bethel Mekane Yesus Church.  

                       1.4.2. Specific Objectives  

Based on the above stated questions, the general objective of this study focus on the following 

issues: 

 To identify the common types of interpersonal conflicts existing in individuals 

interpersonal relations in Gulele Bethel Mekane Yesus Church.  

 To examine the causes of identified conflicts in interpersonal relations at Gulele Bethel 

Mekane Yesus Church. 
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  To explore the techniques that the members of the particular faith based organization 

employ to manage conflicts.  

1.5. Significance of the Study  

The findings of the study may have social and personal significances. Socially it makes a good 

contribution in managing interpersonal conflict in a peaceful manner. As faith based 

organizations have different people who come from different backgrounds, this study may help to 

create more understanding on the types of conflicts, causes of conflicts and peaceful ways of 

managing conflicts. Identifying the types and the causes of interpersonal conflict, is believed as 

the most important topics to be studied because knowing the types and causes of conflicts can be 

counted as one of the main stages in the process of interpersonal conflict management.  

The research findings and recommendations help for the particular faith based organization in 

enlightening the types, the causes and the management techniques of interpersonal conflicts and 

means of finding solutions for existing situations. In addition, individuals from other similar 

organizations can use the research findings and recommendations to solve their problems 

regarding to conflict.  

Personally, it helps individuals to use different techniques to manage conflicts happening in their 

surroundings. It will also help them to see their own behavior and their actions that may usually 

put them in conflicts. In addition, members of the organization enable to relieve the burdens and 

negative effects resulting from the conflicts.  

The significance of this study stems from the fact that this study will add some more information 

in interpersonal conflicts and its management techniques.  
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1.6. Delimitation of the Study 

This study was delimited in scopes, in terms of area, population, sample and variables in such a 

way that it could be manageable. Regarding area delimitation, it is restricted to Gulele Bethel 

Mekane Yesus Church because the church assumed to include many people who have different 

backgrounds and who are engaged in different activities. With regard to population, it was 

limited to eighteen years and above eighteen years of age with respect to the sample of 162 

participants. In terms of the variable of the study, it was limited to the types of conflicts, cause of 

conflicts, and management techniques of conflicts.  

1.7. Limitation of the study  

This study would have generated information that is more valid if it had included more areas in 

the country. However, due to time and financial constraints, it was limited only to a particular 

faith based organization, Gulele Bethel Mekane Yesus Church.  
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CHAPTER TWO 

                         2. LITERATURE REVIEW  

This chapter reviews various concepts and issues relevant to types of conflict, causes of conflict 

and managing techniques of conflict. The review starts with an overview of conflicts, nature of 

conflicts, theoretical perspectives, types‟ of conflicts, causes of conflicts, and styles and 

management techniques of conflicts. Various books, journals and papers are reviewed and 

discussed concerning to conflict in general and interpersonal conflict and its management 

techniques in specific. 

2.1. An Overview of Interpersonal Conflict               

           2.1.1. Conflict 

Conflict is a perceived inappropriateness of goals, what one party desires, the other party 

observes as hurtful to its interest (Smith & Mackie, 2007). Conflict arises while parties oppose 

over essential matters, or when emotional oppositions create friction between them 

(Schermerhom, Hunt & Osborn, 2002). Conflict exists at all places and takes place when two or 

more people have an opposing views, thoughts or aims. Medina, Munduate and Dorado (2005) 

reported that conflict is a occurrence that may give rise to both advantageous and 

disadvantageous effects on persons, groups and organizations. Smith and Mackie (2007) also 

cited that, once conflict gets higher, people practice pressure, nervousness, annoy, 

disappointment and fright. This emotional provocation influences practices of perception and 

interaction and generates unsophisticated thoughts (Milburn, 1977).  
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Most of time, we see conflict as a struggle; someone wins and the other person loses. It happens 

to a fight to be certain that the other person fail as a result we find what we wish for (Runde & 

Flanagan, 2007). As Medina et al (2005) indicated, conflict makes troubles in interactions among 

individuals, breaks personal and proficient contact, and diminish efficiency, because it generates 

anxiety and inhibits group members from performing their duty. Therefore, it is essential to deal 

with conflicts rapidly with understandable and straight discussion to minimize prospective harm 

(Minaye, 2012). 

According to Runde and Flanagan ( 2007), there are times when regardless of our purposes and 

the best purposes of our conflict associate, the conflict looks to rotate more and more out of 

control into the ever-deepening wide incompatible differences. The nature of our communication 

and the views of our conflict associate add insidiously to an outline of replies that guides us along 

a trail of disapproval and destruction with small expect for resolution. Lambert and Myers (1999) 

also added that usually conflicts frequently shoot up because of the reactions that were not 

planned to be stimulating but that the listener listens to as challenging. This disciplinary sequence 

is visible, manageable, and reversible.  

Based on Minaye (2012), in a relationship inside a population there are disagreements and 

alteration that will be practiced at diverse stages. Specifically supremacy can also be used in 

more supportive traditions. If one party has more power than someone with whom she/he is 

practicing conflict, she/he can prefer to make sure that it is observed as a common trouble rather 

than just a fight for one-sided success. By structuring the procedure as a supportive search for 

win-win choices, she/he can make sure better buy- in from the other person. It does not reduce 

her/his probability to get what she desires as she is searching for equally acceptable approaches. 

It will improve her probabilities of getting an conformity where the parties are dedicated to a 
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successful completion (Runde & Flanagan, 2007). Similarly, Lopez (2008) cited that conflict is 

observed as a procedure that starts when an individual or group distinguishes variations among 

itself and another person or group about benefit, attitude or morals that matter to them (De Dreu 

et al., 1999; Kelley & Thibaut, 1969; Levine & Thompson, 1996; Rapoport, 1960).  

2.1.2. Interpersonal Conflict  

Different people define interpersonal conflict differently. For example, an interpersonal conflict 

defines as a disagreement among two persons or subgroups of an institute connecting significant 

antipathy and dissatisfaction. In addition, it can define as a fight within two individuals who are 

unenthusiastic or unable to accomplish the hope of each other (Kellermann, 1996).  According to 

Smith and Mackie (2007), persons and groups in clash attempt to little, or disturb the opponent 

and to expand and defend their own wellbeing, also the conflict at the feeling of these deputes 

regularly center on mastery of material property and communal rewards.  

Studies show that interpersonal conflicts arise when there is interpersonal attachment, contact, 

interdependence or various other types of link. The two-person interactions, the pair, is the main 

human relationship. The dyad presents the sincere support, the fullest legitimacy, and 

consequently the maximum danger and the most hazardous capacity for harm and hostility. The 

awareness of paired persons emotional desires into the minimum promising classification makes 

the pair the highly frightening contact that is certainly unsteady (Augsburder, 1992). According 

to Runde and Flanagan ( 2007) an interpersonal relationship is a well-built, profound, or close 

connection within two or more people that may position in duration from concise to lasting. This 

connection may be supported on suggestion, adore, harmony, normal business connections, or 

some other type of social obligation. Interpersonal relationships are shaped in the circumstance of 
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communal, cultural and other pressures. The situation can differ from relatives or kinship 

relations, companionship, marriage, relations with acquaintances, work, unions, localities, and 

places of worship. However, Strickland (2001) explains that hubristic people have complexity in 

interpersonal relations, because their hubris probabley constructs them insensitive to the wishes, 

needs, and desires of others, leading to interpersonal conflict.  

Moreover, several writers have reviewed studies done on interpersonal conflict; it is an ordinary 

and often expected component of personal relations (Kim-Jo, Benet-Martinez, & Ozer, 2008). As 

discussed earlier interpersonal conflict occurs when two or more individuals who must work 

together and fail to share the same views, and have different interests or goals. Schermerhom et al      

(2002) stated that conflict arises when parties disagree over essential issues or when emotional 

antagonisms produce resistance among them. On the other hand (Kellermann, 1996 ) said that the 

appearance of unenthusiastic approach towards other group associates or towards the group 

manager may open up a more close and truthful level of the relationship and may in a 

contradictory approach, add to the preservation of groups as well as to the trouble of 

interpersonal relations. Interpersonal conflicts persevere and even get worse if there is no effort to 

resolve them.  

According to Carr (2006), communication is frequently reserved by unsettled conflicts that often 

obstruct with daily customs. Conflict is intimately associated to communication. Violetta (2012) 

cited that based on their studies Hocker and Wilmot (1985) say that “communication is the 

central element in all interpersonal conflict”. Violetta (2012) also added that communication-

based obstructions might be the consequence of variations in speaking styles, writing styles, and 

nonverbal communication styles. As conflict rises, people experience tension, anxiety, anger, 

frustration and fear. Smith and Mackie (2007) cited that unexpectedly, this emotional provocation 
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affects processes of perception and communication and creates simplistic thoughts (Milburn, 

1977). 

A conflict is a circumstance when the benefit, desires, objectives or ethics of involved persons 

hinder with one another. A conflict is a common occurrence in interpersonal relations. Different 

people may have different right of ways; conflicts may engage within members of certain group‟s 

desires (Runde & Flanagan, 2007). According to Violetta (2012), the basis of interpersonal 

conflict may be individual detests or personality differences. According to Kellermann (1996 ) 

view, because of their private interest, people refuse one another and build up interpersonal 

conflicts this is because of their leaning to recognize and judge the other in a highly biased and 

often indistinct manner. However, interpersonal conflicts are seldom case of one person being 

absolutely at responsibility and the other completely blameless.  

Martínez-Corts, Boz, Medi, Benitez and Munduate  (2011) cited that previous research suggests 

the existence of two major types of interpersonal conflict at work: Relationship conflict and task 

conflict (Jehn, 1994; 1995). Relationship conflict consists of perceived interpersonal 

incompatibilities between group constituents such as deviations about values, attitudes, political 

features or family customs (Jehn, 1997). On the other hand, task conflict consists of job-related 

disagreements about how to take out particular tasks such as differences in perspective s, ideas 

and opinions.  

2.2. Theoretical Perspectives 

There are several specific theories that can be examined in relation to conflict and its 

management techniques. In this respect the main research theory adopted to guide this research 
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are Realistic conflict theory, Relative deprivation theory and Social Competition theories. They 

deal with causes of conflict and managing techniques of conflict in various social contexts. 

Realistic conflict theory - Smith and Mackie (2007) cited that inter-group antagonism, conflict 

and aggression come up from struggle among groups for limited but treasured material assets 

(Campbell, 1965; Levine & Cambell, 1972; Sheriff, 1966). Struggle for real assets, such as land, 

jobs, and natural resources, is clearly one cause of many conflicts that pit state against racial 

group (Brewer & Cambell, 1975; Gurr, 1970; Streufert & Streufert, 1986). Based on Smith and 

Mackie (2007), realistic conflict theory explains prejudice as follow-on from genuine 

disagreement of interest relating to the allocation of limited and treasured resources.  

Relative deprivation theory - when is enough enough? As stated by Smith and Mackie (2007), 

actually, once people have the fundamental supplies of life, it becomes difficult to establish 

neutrally how they are faring, and so they revolve to evaluation with others to help them decide. 

Relative deprivation theory recommends that social comparison; not objective reality, establishes 

on how pleased or displeased people are with what they have.  

Social Competition - Getting A Little Respect, if groups battled only over material resources, 

intergroup disagreements might be more simply determined. Unfortunately, groups, like persons, 

also fight over social goods; admiration, esteem, and proud privileges (Smith & Mackie, 2007).  

2.3. Principles of Interpersonal Conflict 

There are different principles of interpersonal conflict; five of them are discussed below.  

Conflict is unavoidable - conflict is element of every interpersonal relationship. No spot of 

communal relations is unaffected by the potential for argument. As indicated by Chirstie              
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(2013), tenderness, reliance, humor, and understanding are very important proportions of human 

communications, but none of these come close to conflict in their existence across all forms of 

social encounter. Augsburder (1992) also stated that conflict is worldwide so far dissimilar in 

every traditions; it is common to all persons yet practiced exclusively by each individual.  

Similarly, Chirstie (2013) said that conflict is apparent at all levels of social certainty, from 

dyadic communications to worldwide relations. It takes place on a massive range of time scales, 

from a slight dust-up at a social gathering to civil fighting that persist for decades. It occurs in 

relations with extremely unlike degrees of depth, from absolute alien to the most near lovers.  

Conflict can have negative and positive effects -   conflict is seen as a chance for personal 

development and individuals attempt to utilize it to his or her greatest benefit. Dealing with 

resourcefully and successfully with potential conflicts is one of the most significant 

characteristics. Since conflict is apparently inescapable, it is noticeably essential to be able to 

distinguish the foundations of conflict, to view its beneficial as well as unhelpful potential 

(Violetta, 2012).  

According to Violetta (2012), the following are negative and positive effects of conflict.  

Negative effects:  

 Often guides to enlarge negative regard for the enemy.  

 May reduce power better exhausted somewhere else.  

 May guides one to cover feelings or close oneself off from a more friendly 

relationship. 

 Rewards may grow to be more difficult to exchange important to dissolution. 
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Positive effects:  

 Forces one to inspect a trouble and work toward a resolution.  

   May come out with a powerful relationship 

 Permits one to affirm ones wishes 

 Frequently stops aggression from festering. 

 Highlights the relationship is merit the attempt.  

Conflict can focus on task and/or relationship issues - Violetta (2012) indicated that task 

conflict refers to conflicts about the distribution of resources, procedures and policies, judgments 

and interpretations have been found to enhance understanding of the matter at hand and thus lead 

to better performance as well as increased creativity and innovation (Schulz-Hardt, Mojzisch, & 

Vogelgesang, 2008). Task conflict focuses on objects, events, and persons usually external to the 

people involved in the conflict.  On the other hand, relationship conflict refers to conflicts about 

personal taste, political preferences, values, and interpersonal style appears to lack the potential 

for positive consequences (Violetta, 2012). 

Conflict styles have consequences  - conflict styles makes it achievable to forecast how a 

particular group responsibility will approach a conflict. As reported by Kinnander (2011) group 

members often dislike and misinterpret teammates with conflict styles dif ferent from their own. 

Each conflict style comes with a fundamental situate of values, and people with a given style lean 

to notice other methods as ignoring or opposing their values. The styles of managing conflicts are 

avoiding, compromising, obliging, dominating and integrating (Munduate, Psico, & Luque, 

1997). 
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Conflict is influenced by culture - research work in this area provides a wealth of proof 

suggesting that the way a person deals with interpersonal conflict is influenced by customs (Kim-

Jo, Benet-Martinez, & Ozer, 2008).  Each customs has a different way of dealing with argument 

as well as having diverse topics in which a conflict is about. Much individual diversity leads to 

interpersonal conflict, as well as culture (Elmagri & Eaton, 2011). 

2.4. Levels of Conflict  

Conflict may appear at different stages. It can take place at the intrapersonal, interpersonal, 

intera-group, intergroup, inter-organisational levels, etc. (Mblamya, 2012).  

Intrapersonal conflicts - Intrapersonal conflict happens within the individual because of concrete 

or perceived pressures from mismatched goals or hopes (Schermerhom et al,  2002). Atepaeva, 

Evers, Gijn, and Ruiter (2002 ) cited that intrapersonal conflict arises when values such as 

belonging, which may needs a fair amount of agreement to please and independence are both 

considered important by the individual (Brown, 1996a). Also Atepaeva et al (2002) added that 

these conflicts might be resolved by reprioritizing values or by the acceptance of life roles that 

permit the fulfillment of both values. 

Intrapersonal conflict occurs when a person have to prefer between two positive and similarly 

nice-looking alternatives, when a person must choose among two depressing and similarly 

unappealing alternatives or when a person must make a decision to do something that has both 

positive and negative cost (Schermerhom et al , 2002). The intrapersonal conflict refers to 

tangible or apparent pressures from incompatible goals or outlook in an individual (Mblamya, 

2012). 
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Interpersonal conflict - Interpersonal conflict occurs among two or more persons who are in 

antagonism to one another. It may be substantive or emotional or both (Schermerhom et al, 

2002). Elmagri andEaton ( 2011) also stated that interpersonal conflict could arise based on 

individual variations or some type of role incompatibility or role uncertainty.  

Intra-group conflict-Intra-group conflict is a disagreement or argument among members of 

similar group. Some examples of intragroup conflict may include ethnic, religious o r gender 

prejudice, perceived or real unfairness and diverse personality differences (Forsyth, 2010). 

Intergroup conflict- The intergroup conflict takes place among constituents of various team or 

groups (Mblamya, 2012). Intergroup conflict occurs among constituents of various teams or 

groups can also have substantive and/or touching underpinnings. Intergroup conflict is very 

frequent in organizations, and it can build the harmonization and incorporation of task activities 

very difficult (Schermerhom et al, 2002).  

Inter-organizational conflict The inter-organizational conflict may appear in different 

circumstances within organizations (Mblamya, 2012). Inter-organizational conflict is mainly 

usual   consideration of in terms of the competition and rivalry that characterizes firms operating 

in the same markets. However, inter-organizational conflict is a greatly broader issue than that 

represented by market struggle alone. Consider, for example, disagreements between unions and 

the organizations employing their members; between administration regulatory agencies and the 

organizations topic to their observation; between organizations and those who provide them with 

raw resources (Schermerhom et al, 2002). 
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2.5. The Nature of Conflict 

As Jehn and Mannix (2001) indicated that regarding their nature, conflicts may categorize into 

violent and nonviolent conflicts or into constructive and destructive conflicts. However, in the 

conflict literature, the majority of studies and accessible information are concentrated on violent 

conflicts, particularly on wars. Thus, there is a shortage of of information and investigation on 

nonviolent conflicts. Based on Heinz-Jürgen (2006) view, lack of information directs many 

people to imagine that nonexistence of violence means absence of conflict. Nonexistence of 

violence does not mechanically mean an absence of conflict because parties concerned in conflict 

may follow their incompatible interests without violence or force; conflict still present among 

them but they do not exercise force against each other. 

It is thus significant to emphasis that a conflict that shoots up into violence has ongoing from 

nonviolence, and went through the process of expression. However, it is difficult to find out a 

conflict without the existence of some observable signs that show certain positional differences or 

significance opposition between parties (Jehn & Mannix, 2001).  As reported by Mblamya 

(2012), the work of Sal Capobianco, Mark Davis, and Linda Kraus (1999) presents two sets of 

behaviors connected with reactions to conflict: constructive behaviors, which lean to reduce 

pressure and keep the conflict focused on ideas and information rather than people, and 

destructive behaviors, which tend to create things worse and lift up the conflict.  

The nature of each category of conflict is different from others (Elmagri & Eaton, 2011). 

Mblamya (2012), put the character of conflict into two different parts, and added conflicting 

circumstances may happen; conflict can be constructive/functional or destructive/dysfunctional.  
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The explanation to applying this understanding of the dynamics of conflict depends in the skill to 

watch and notice an innumerable slight human communication cues.  

2.5.1. Constructive Conflicts 

Some conflict approaches are constructive and are associated to strong relationship qualities 

(Lopez, 2008). Mblamya (2012)  indicated that constructive conflicts are those that definitely 

benefit individuals, groups, or organizations; they generate opportunities for creativity, giving 

parties an circumstance to address necessary issues that are raised and an enhance of information 

for decision-making by cautiously considering and reconsidering their conclusion (McCuddy, 

2003).   

Chirstie (2013) indicated that constructive conflict as important component of individual‟s life. 

Conflict is far more than difficult and unnecessary feature of human practice. Quite the opposing, 

conflict is not only a frequent feature of social life, it is necessary to our endurance and growth as 

a species. Conflict, whether between individuals, groups, or cultures, is necessary for the building 

of common realties, technological and intellectual improvement, and adjustment to novel actions 

and uncertain circumstances. Functional conflict, instead called constructive conflict, 

consequences in positive benefits to individuals, the group, or the organization. On the positive 

side, conflict can bring important problems to the surface so that they can be addressed 

(Schermerhom et al, 2002). 

Lopez (2008) cited that Capobianco, Davis, and Kraus (nd) have identified seven constructive 

behaviors. The constructive behaviors are point of view taking, creating solutions, expre ssing 

emotions, getting out, unreflective thinking, delay responding, and adapting. Constructive 

conflict strategies are connected to positive relationship qualities, whereas destructive strategies 
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are related to negative relationship individualities. There are many paybacks to using constructive 

conflict approaches. One such benefit is greater relationship fulfillment.  

Constructive conflict can ca use decisions to be measured carefully and possibly reconsidered to 

make certain that the right path of action is being pursued. It can enlarge the amount of 

information used for conclusion making. Moreover, it can offer chances for creativity that can 

advance individual, team, or organizational presentation (Schermerhom et al  2002). 

2.5.2.  Destructive Conflict  

Lopez  (2008) stated that some conflict approaches are negative and damaging to the quality of 

the relationship. According to Mblamya (2012), destructive conflict works to the shortcoming of 

individuals, groups, or organizations. Then, as an alternative of being a chance for positive 

change, it will be harmful to group organization; it will redirect energies, support interpersonal 

hostilities and will generally form a negative surroundings.  

As Lopez (2008) cited Capobianco, Davis, and Kraus (nd) have identified eight unhelpful 

behaviors. The unhelpful behaviors are appealing at all expenses, displaying annoyance, 

humiliating others, hitting back, avoiding, compliant, thrashing emotions, and self-criticizing. 

Chirstie (2013) stated that framing difference in terms of broad processes would make little 

sense. If conflict was sighted solely as dysfunctional, an irregularity of human communication is 

signaling a breakdown in the people usually join to one another. Conflict can demonstrate the 

very worst cases in people‟s thoughts, feelings, and actions with esteem to one another. 

There are also many negative conflict strategies that are correlated to many negative association 

qualities (Lopez, 2008). Destructive approaches such as dominance, compliance, prevention, and 

interactional reactivity are related to poorer communication, poorer relationship approval, lower 
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commitment, and less respect for partner (Lopez, 2008). Schermerhom et al (2002) also said that 

destructive conflict diverts energies, hurts group cohesion, promotes interpersonal hostilities, and 

overall creates a negative environment. Dysfunctional conflict, or destructive conflict, works to 

the individuals, groups, or organization‟s disadvantage.  

2.6.  Outcomes of Conflict 

Each conflict has its consequences. According to Violetta (2012) there are two kinds of 

outcomes: functional and dysfunctional. Functional outcomes result in an enhancement in the 

group‟s performance, dysfunctional usually obstructs group performance. As Lee et al (2003) 

indicated , Johnson and Johnson observed that conflicts have the potential for creating both 

extremely constructive and extremely destructive results, depending on how they are managed. 

However, Matsumoto (2001) said that the ways that persons required to pressure the results of a 

conflict vary; each is thought to decrease hostility by those who use it. 

Positive outcomes- Conflict is positive when its influence is optimistic. It improves and simulates 

creativity and innovations, encourages interest and curiosity, thus, it gets better the excellence of 

decisions and the effectiveness of a group (Violetta, 2012). Based on the view of Runde and 

Flanagan (2007) the beneficially managed conflicts, advance communication, open information 

sharing, produce vigorous ideas, raise the value of decision making, develop working 

relationships, and innovate solutions. Constructively managing conflict helps in analytical 

thinking; it promotes competition, and energizes people. It also helps to increase cohesiveness 

and it serves as a base for organization improvement. Functional conflict is also very helpful for 

groupthink as it confronts the status quo and therefore can pressure on the formation of new ideas 

(Violetta, 2012). 
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Negative outcomes-Conflict is dysfunctional when unrestrained opposition eventually leads to 

the devastation of the group. This category of conflict can decrease group effectiveness. Bad 

communication and lack of group cohesiveness are with the most unwanted consequences of 

dysfunctional difference (Violetta, 2012). As indicated by Runde and Flanagan (2007), costs 

associated with poorly managed argument; it wasted time, lowered morale, higher absenteeism, 

grievances, and complaints are just some of the results that can stem from mismanaged conflict.  

Rittle (2007) stated that conflict  takes notice away from other important activities, it undermines 

once spirits or self concept, sharpens differences, and  it guides to negligent and harmful behavior 

such as fighting, verbal abusive, harassment and so on. According to Chirstie  (2013) negative 

outcomes of conflict are rejections, mistakes of commission, desiring an avoidance rather than 

approach strategy, and practice more harmful emotions 

2.7. Types of Conflict 

Different people classified conflict in a different way. Mblamya (2012) classified conflict into 

relationship conflict, data conflict, interest conflict, structural conflict and value conflict. 

Nevertheless, Medina et al (2005) reduces types of conflict into three main forms affective 

conflict, process conflict, and task conflict. Researchers frequently use task and cognitive conflict 

interchangeably (Amason & Sapienza, 1997).  Augsburder (1992) also divided types of conflict 

in to two, expresive types of conflict and instrumental types of conflict. As human beings, we 

experience emotions. As individuals, we experience emotions in unique and profound ways. In 

addition, as human beings, we have the ability to reason. Each of us has our own “wiring” when 

it comes to thinking and reasoning. We are uniquely individual. In our individuality, we respond 

to conflict in cognitive and emotional ways.  
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Mblamya (2012) gave more emphasis for cognitive/task conflict and emotional/affective conflict. 

For the purpose of this research, the researcher focused on the cognitive conflict and affective 

conflict. 

2.7.1. Cognitive Conflict 

Cognitive conflict centers more on tasks and problem solving. The terms cognitive conflict and 

task conflict are interchangeable. Augsburder (1992) used the word  instrumental conflict to refer 

cognitive conflict.This is the sort of conflict that occurs when people dispute ideas. Runde and 

Flanagan (2007) stated that, there may come into view to be incompatible differences, but the 

center remains principally on ideas, not on people. Medina et al (2005) defined task conflict as a 

sensitivity of disagreement between group members or individuals about the content of their 

decisions, and engage differences in perspectives, ideas and opinions. Examples of task conflict 

are conflicts about the sharing of property, about measures or guidelines, and about the 

explanation of facts. Task conflict refers to what is accomplished.  According to Augsburder 

(1992), instrumental conflicts conflicts happen from  differences in pathways or goals; they are 

directed toward definite ends and push for noticeable outcomes.   

When conflict is task-related members of a team or work unit disagree with one another about the 

way their work is done,  about the goals they seek to achieve, about what the best strategy is to 

achieve their goals, and so on (Schabracq, Winnubst & Cooper, 2003). It involves fundamental 

disagreement over ends or goals to be pursued and the means for their accomplishment.  

(Schermerhom et al, 2002)  

Similarly, Forsyth ( 2010) stated that task conflict is a disagreement over matters that are 

appropriate to the group‟s recognized goals and events. Task conflict occurs when ideas, 
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opinions, and interpretations clash. In addition, Schabracq et al (2003) reported that to articulate 

conflict is creative rather than not functional, the ways in which participants approach the conflict 

and direct their differences is serious, without a productive approach task-related, differences are 

likely to shoot up into incensed personality clashes. 

2.7.2. Affective Conflict   

Affective conflict refers to an individual‟s emotion, feelings, and relationships. The terms, 

affective and relational, are interchangeable terms for emotive-based conflict (Medina et al., 

2005). Augsburder (1992) used expressive disagreement to refer affective conflict. Expressive 

conflicts take place from an aspiration to discharge pressure, to articulate frustration, and to 

discharge emotion and are typically generated from antagonistic or negative feelings. Forsyth  

(2010) cited that relationship conflicts (De Dreu & Weingart, 2003), are rooted in individuals‟ 

antagonisms for other group members. Here, the center is on blaming people or demonstrating 

that the other person is incorrect rather than trying to resolve the difficulty. According to Runde 

and Flanagan (2007) when differences emerge, people think they are correct and the other person 

is mistaken. 

Medina et al (2005) cited that affective conflict is a contradiction in interpersonal relationships, 

which occurs when organizational members become aware that their feelings and emotions 

regarding some of the issues are mismatched (Rahim, p. 210).  

When conflict is relationship-oriented constituents of a group or work part disagree with one 

another about appropriate standards and values, and interpersonal style, and connect in 

personality fights (Schabracq et al, 2003). Emotional conflict engages interpersonal complexities 

that arise over feelings of annoyance, distrust, dislike, fear, bitterness, and so on (Schermerhom et 
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al, 2002). Medina et al, 2005) stated that relationship clash is a sensitivity of interpersonal 

inappropriateness, and contains aggravation and hostility within individuals. Examples of 

relationship conflict are differences about values, personal or family customs, or about personal 

taste. Additionally, affective conflicts sustained to shoot up; members became psychologically 

upset and, as a result, engaged in contemptible language and unkind behavior toward other group 

members. 

2.8.   Causes of Conflicts  

The conflict literature is mountainous; so wide. Because conflict has been with us for a long time 

and since before literary time‟s people have been writing about it.  Conflict arises because the 

individual engages more than one function and discovers that various demands from each 

function cannot be met simultaneously (Walls & Callister, 1995). Conflict is a disaster that forces 

us to identify plainly that we live with several realities and must bargain a common actuality; that 

we take to each situation differing, regularly contrasting stories and must construct collectively a 

solitary shared narrative with a role for each and for both (Augsburder, 1992). People have 

differing styles of communication, aspirations, political or religious outlooks and different 

cultural surroundings. In our various cultures, the opportunity of these differences leading to 

conflict between individuals is always there (Runde & Flanagan, 2007). 

The worth of detailed resources and their shortage vary across cultures. Hence, what outcomes 

will inspire an individual to try to pressure others, and what will be a foundation of struggle and 

conflict will differ (Matsumoto, 2001). According to Lopez (2008), conflict occurs when an 

individual perceives that the prizes received are too small and that the associate opposes attempts 

to increase those rewards. Matsumoto ( 2001) cited that in societies in which possessions is 
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shared, conflicts rarely develop over possessions (Knauft, 1987).   Augsburder (1992) said that 

roots of coflict as, conflict exists among similar and  other conflict arises from the opposition of 

same and other; conflict explode as  those   who are the same search to control the other, assist 

the other, devastate  the other, and  keep out the other. 

2.8.1. Causes of Interpersonal Conflict 

Universally all people practice nervousness and stress interpersonally, and exist in various kind 

of system of member individuals that familiarize pressures and strains that consequence in 

conflict (Augsburder, 1992). As indicated by Schermerhom et al (2002), conflict is probably 

when individuals or groups are positioned in uncertain situations where it is hard for them to 

realize just who is accountable for what. Interpersonal conflict, particularly in organizational 

situations, often arises among people who have interdependent relationships (Runde & Flanagan, 

2007). As stated by Elmagri and Eaton (2011), interpersonal conflict could take place based on 

personality differences or several type of responsibility incompatibility or role vagueness.  

Accoding to Runde and Flanagan (2007), in interdependent relationships, individuals are 

associated, and one person does impacts on the other. The individuals are jointly conscio us what 

their aims are. Individual‟s behavioral differences can also be source for conflict. Rittle (2007) 

argues that conflict happens when conditions demand contribution in an activity oppositional to a 

party‟s needs or desires. A party has favored activities are dissimilar with the implantation of a 

contrasting party‟s preferred activities. One party‟s achievement of a scarce resource   goes 

against another party‟s achievement of the identical resource resulting in disappointment. One 

party‟s performance of attitudes, values, skills, and goals prohibits another party‟s perceived 
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enactment of those same aspirations. Two conjoining parties express opposing behavioral 

preferences. Moreover, two interdependent parties perform mutual roles or activities.  

As noted by Runde and Flanagan (2007), sometimes differences arise among people from various 

cultural or ethnic backgrounds. Sometimes when we engage with people from different 

backgrounds, it can be difficult to understand why they act as they do. Moreover, these 

differences can seem confusing and sometimes appear threatening. It is also easy to think that the 

perspectives of our own culture or background are right or appropriate to the solution of issues, 

whereas the others‟ approaches are not. Augsburder (1992) also said that what comprises a 

conflict in one culture is a daily difference of opinion in another.  

Rittle (2007) cited that Rahim (2002) stipulates, conflict can relate to incompatible preferences, 

goals, and not just activities.” In order to conflic t to occur, it has to exceed the threshold level of 

intensity before parties experience any conflict”. This threshold level varies within individuals 

and groups. Conflict germinates when an enactment causes a party to experience a negative 

emotion.  

According to Schermerhom et al (2002), actual or perceived resource scarcity can foster 

destructive competition. When resources are scarce, working relationships are likely to suffer.  

Elmagri and Eaton (2011) cited that Al-Otaibi (2006) identified four factors, which cause 

interpersonal conflict: limitation of resources; lack of determining competences; lack of defining 

responsibilities and contradiction of goals. Also Elmagri and Eaton (2011) cited that Luthans 

(2008) lists the factors which have caused interpersonal conflict as: individual differences; 

information deficiency; role incompatibility and environmental stress. Augsburder (1992) 

mentioned that from culture to culture, each has developed its unique patterns of managing 
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variations and resolving disputes. Each constructs its repertoire of argumentative behaviors, its 

hierarchy of values, and its system of rules. In addition to that Runde and Flanagan (2007) added 

difference in perception, limited resources, the interdependent character, in equable treatment, 

external disruption, environmental change can be sources of interpersonal conflict. Elmagri and 

Eaton (2011) have argued that personality differences and cultures differences are the major 

factors causing interpersonal disagreement.  

2.8.2. Common Causes of Conflict 

Conflicts are generally related, culturally different and individually unique (Augsburder, 

1992:17). According to Weiss (2003), conflict is a visible human energy; it is the evidence of 

human urgency; it is the consequence of competitive striving fo r the identical goal, rights, and 

resources. If you can find out the foundation of the conflict quickly, you can resolution it quickly, 

because each type of conflict has its own distinctive preliminary position.  

According to Runde and Flanagan (2007), conflicts may arise between individuals because of the 

following reasons:  

 Scarcity of resources 

 Different attitudes, values or perceptions   

 Disagreements about needs, goals, priorities, positions, and interests  

 Poor communication 

 Lack of clarity in roles and responsibilities 

 A clash of personalities, difference of view, bullying or harassment  
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2.9.  Interpersonal Conflict Styles and Strategies  

Conflict may take place within a person, within two or more people who recognize each other, or 

among huge groups of people who do not recognize each other (Strickland,2001). Runde and 

Flanagan (2007) cited that a number of tools measure conflict modes. They explain people‟s 

behaviors along two proportions, which are variously explained as worry for self-concern for 

others or magnitude of relationship–importance of outcome (Hiam, 1999); in addition, (Canary & 

Cupach, 1988; Rusbult, Zembrodt, and Gunn 1982) various disagreement methods are beneficial 

and connected to vigorous relationship qualities, whereas other methods are unhelpful and 

damaging to the value of the relationship. Runde and Flanagan (2007) stated that all the devices 

that evaluate conflict styles appear at the amount to which individuals struggle to get their own 

requirements met in relation to the amount of importance they have in the other person‟s desires 

being get together.  

Conflict management tactics could be made according to the state of affairs (Violetta, 2012). 

There are varieties of influences that help conclude the conflict approach somebody will exercise. 

Some of these influences include the goals someone wants to achieve, the arousing state, 

cognitive measurement of the circumstances, character and communication proficiency, and 

family account (Runde & Flanagan, 2007). Based on Runde and Flanagan (2007) view, the 

degree of significance of one or the other of the apprehensions determines the individual has 

chosen conflict method: Competing is high stages of concentration in satisfying one‟s own 

attention and little apprehension about the other person‟s requirements, defeat the other. 

Schermerhom et al, (2002) also stated that dependable command (competing) may be used when 

rapid and important accomplishment is very important or when not accepted procedures should 

be taken. 
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Avoiding is low level of interest in meeting the needs of either person prefers not to agreement 

with the subject (Runde & Flanagan, 2007). As stated by Schermerhom et al  (2002), avoidance 

may be used when an issue is unimportant, or the subjects that are more important are critical, or 

when people require cooling down temporarily and recovering perspective. Accommodating is 

low level of worry about meeting one‟s own desires and high rank of concentration in meeting 

the other‟s needs, give in to the other (Runde & Flanagan, 2007). As indicated by Schermerhom 

et al (2002), accommodation may be used when issues are more significant to others than to 

yourself or when you desire to build credits for use in afterward concerns, as affirmed. 

Compromising is midlevel importance in the desires of both parties, split the variation (Runde & 

Flanagan, 2007). Compromise might be used for momentary resolutions to difficult issues or to 

turn up at measure solutions when time is restricted (Schermerhom et al, 2002). Collaborating is 

high rank of significance in meeting both parties‟ wishes, attempt for a win-win or both-gain 

solution (Runde & Flanagan, 2007). Collaboration and trouble solving is favored to increase 

factual conflict resolution when time and cost allow (Schermerhom et al, 2002).   

But Matsumoto  (2001) stated that present observed data show that conflict styles and strategies 

are manipulated by distinctiveness- groupthink.   

2.10. Interpersonal Conflict Management Techniques 

Conflict can be delt in so many ways, but the main objective is to attain or set the level for real 

conflict managing a situation in which the primary causes for a given disparaging conflict is 

abolished. The practice starts with a high consideration of roots and identifications of the level to 

which argument has increased (Schermerhom et al, 2002). According to Augsburder (1992), 
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conflict administration is not easy; there many things can go incorrect, things can go out of our 

organization, much that hits teror in ordinary human beings.  

If you outlook conflict as incredible that should not take place, something that troubles 

relationships, it turns into depressing. However, if you see conflict as a fact, a chance to reinforce 

relationships, you have a method to resolving conflict by turning it into somewhat innovative 

(Atepaeva et al, 2002). Schermerhom et al (2002) stated that when interdependence is high that 

is, when a individual or group have to depend on duty contributions from one or more others to 

accomplish its purposes, conflicts regularly happens. They are present when inter-reliant people 

or groups vary considerably from one another in position and pressure or in principles. According 

to Matsumoto (2001), when a clash arises between two groups, both parts are possibly to blame 

the other parts of being unjust. Rittle (2007) reported that conflict management engages 

manipulating valuable tactics to reduce the dysfunctions of conflict and maximize the beneficial 

meanings of conflict in order to improve learning and helpfulness.   

The practice of dealing productively with disagreement begins with identification of numerous 

categories of conflict situations. Upright conflict arises between hierarchical levels. It commonly 

engages administrator–subsidiary differences over resources, goals, time limits, or performance 

results. Parallel disagreement arises among individuals or groups at the similar rank order. These 

arguments commonly engage goal incompatibilities, resource limits, or merely interpersonal 

features (Schermerhom et al, 2002).  

People in diverse cultures show different choices for conflict resolution techniques (Matsumoto, 

2001). For example, according to Augsburder (1992), interpersonal clashes, in western cultures 

are seen as pair matters that should eventually be resolved by the two parties occupied, and 
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preferably without a intermediary. When conflict is not administered, it can be dangerous for a 

relationship. Nevertheless, if it is handled in a respectful and affirmative way, conflict can be a 

chance for enlargement and growth of the organization added that managing disagreements in the 

right way could build hope in relationships (Violetta, 2012). As noted by Rittle (2007), the center 

of conflict administration is not to get rid of conflict; somewhat the focus is to lessen the negative 

outcomes of conflict and to emphasize its positive outcomes so that learning emerges. Often, a 

conflict is a result of awareness. Therefore, it is significant to recognize and apply diverse 

conflict resolution methods (Runde & Flanagan, 2007).  

The truth that various conflict management strategies and various types of conflict are related 

with different outcomes, counting team efficiency and agreement, poses the inquiry of whether, 

to what degree, and when conflict pressures individual well-being, including intellectual and 

physical complaints (Schabracq et al, 2003). Augsburder  (1992) stated that parties go into 

concilation distinguishing that the outcome may support either part or may consequence in 

various ratio of sacrifice of either or both goals. There may be conformity, compromise, or 

collaboration, or the issues may direct towards separation, division, and termination of get in 

touch with. 

2.9.1. Predominantly used Conflict Management Techniques 

Many practical approaches to dealing with conflict construct on both the emotional and cognitive 

approaches while adding elements designed to fit the given circumstances (Forsyth, 2010). The 

objectives of conflict management see that conflict remains on the imaginative and helpful side 

of an unseen but critically main line that disconnects the good or natural conflict from that which 
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is bad or not natural (Violetta, 2012). The Five styles of conflict management procedures are 

forcing, avoiding, compromising, problem solving and accommodating (Walls & Callister, 1995). 

1. Competing Techniques  

Competing is about a high declaration of own needs and low concentration to the needs of others 

(Kenton & Penn, 2009). This is the “win- lose” technique.  Runde and Flanagan ( 2007) indicated 

that you act in a very assertive way to achieve your goals, without looking to collaborate with the 

other party, and it may be at the cost of the other party.  Based on Schermerhom et al (2002) 

view, in win–lose argument; one party accomplishes its desires at the expense and to the 

omission of the other party‟s needs. This is a high-assertiveness and low-cooperativeness 

condition. It might consequence from absolute competition in which one party achieves a victory 

through force, superior skill, or domination. Win–lose strategies fail to deal with the root causes 

of the conflict and lean to suppress the wishes of at least one of the conflicting parties. As a 

result, future conflicts over the same issues are likely to occur. Competition is all about one 

disputant tries to overcome another disputant by forcing his or her own explanation on the other 

person (Lambert & Myers, 1999). 

2. Avoiding Techniques 

Avoidnig is keep away from the issue. According to Kenton and Penn (2009), this style is about a 

little interest to own needs and a low attention to other people‟s needs. It includes walking away 

from the condition, not getting concerned, and withdrawing. The behavior means the conflict 

does not addressed honestly by the individuals and could contain sidestepping the issue or 

postponing a conversation until a better time. Runde and Flanagan (2007) indicated that you are 

not helping the other party attain their goals, and you are not strongly pursuing your own. This 

works when the subject is unimportant or when you have no possibility of winning.  It is also 
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very successful when the feeling is emotionally charged and you have to to create some room 

(Thomas & Kilmann, 1974). Avoidance is an extreme form of inattentiveness; everyone simply 

imagine that the conflict does not actually exist and hopes that it will leave away (Schermerhom 

et al, 2002).Where people remove to avoid difference, they consider it is impossible to try to 

resolve conflict, and easier to step back from a conflict situation (Lambert & Myers, 1999). 

Avoidance of conflict can engage corporeal flight, but can also be emotional or intellectual 

avoidance. This pattern is unproductive, but either individual in the conflict can attach it (Runde 

& Flanagan, 2007).     

3. Accommodating Technique 

This technique or approach is where the individuals put others needs at the front position of the 

conversation or decision and surrenders their own needs in the procedure. At a conscious stage, it 

may be that the persons decided their own needs are not vital enough in the wider circumstance. 

Instead, the issues may be more obviously important to the other person. This approach can be 

helpful in terms of construction long-term relationships (Kenton & Penn, 2009). Runde and 

Flanagan (2007) noted that this is when you assist to a high-degree, and it may be at your own 

cost, and actually work against your own goals, objectives, and preferred outcomes.  This 

approach is successful when the other party is the specialist or has a better solution.  

Accommodation or smoothing involves playing behind differences among the differing parties 

and highlighting similarities and areas of agreement. This nonviolent coexistence ignores the real 

essence of a given conflict and often creates aggravation and bitterness (Schermerhom et al, 

2002). Lambert and Myers (1999) stated that where people feel that the relationships are more 

important than their own goals, they want to be liked and received, and harmony is the most 

important thing. These people are choosing a “lose-win” approach.  



 
 

44 
 

4. Compromising  Techniques 

Compromising is about determined for a middle ground, dividing the difference and meeting in 

part the needs of all involved. Here the relationships and the tasks are likely to be similarly vital 

(Kenton & Penn, 2009).  As indicated by Runde and Flanagan (2007), compromising is the “lose-

lose” situation where neither party truly achieves what they yearn for. This requires a reasonable 

level of assertiveness and collaboration.  It may be appropriate for situations where you need a 

temporary solution, or where both sides have equally important objectives. The trap is to fall into 

compromising as an easy way out, when collaborating would produce a better solution. Lose–lose 

conflict occurs when nobody really gets what he or she wants. The underlying reasons for the 

conflict stay unchanged and a similar conflict is likely to occur in the future. Based on 

Schermerhom et al (2002) view, lose–lose conflicts often result when there is slight or no 

boldness and conflict management takes these forms. Similarly, Runde and Flanagan (2007) 

stated that people who are most effective at handling conflict behave in constructive ways. These 

beneficial behaviors are identifiable, learnable, and relevant. The more you use these beneficial 

behaviors before, during, and after conflict, the more successful you become at managing 

conflict. Compromise occurs when each party gives up something of value to the other. Because 

of no one getting its full desires, the antecedent conditions for future conflicts are established  

(Schermerhom et al, 2002). 

5. Collaborating  Techniques 

Runde and Flanagan ( 2007) cited that as studies show collaborating is wherever you work 

together or match up with the other party to attain equally your objectives.  This is how you break 

liberated of the “win- lose” pattern and look for the “win-win.”  This can be efficient for difficult 

situations wherever you want to discover a new clarification. This can also denote re- framing 
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confront to make a larger gap and room for everyone‟s thoughts. The disadvantage is that it needs 

a high-degree of belief and getting an agreement can require a lot of time and attempt to obtain 

every person on board and to produce all the ideas (Thomas & Kilmann 1974). In addition to that, 

win–win conflict is accomplished by a combination of both high supportiveness and high 

assertiveness (Schermerhom et al, 2002). Where opposing parties extremely value their own 

objectives and relationships, they think clashes as troubles to be resolved, and want both parties 

to reach their objectives. These disputants are not pleased until a satisfactory solution is 

established for both parties. They have chosen a “win-win” approach (Lambert & Myers, 1999). 

Consistently, collaboration or problem solving involves recognition by all conflicting parties that 

something is wrong and needs attention. It pressures congregation and assesses information in 

solving arguments and making options (Schermerhom et al, 2002). As stated by Kenton and Penn 

(2009), this is high on asserting personal needs and high on giving attention to the other person‟s 

needs. At a conscious stage, it may be used wherever there is no room for cooperation, where the 

relationship with the other is input and where the conclusions to be completed are seriously 

essential. 

In this view, the final examination for a win–win solution is whether the differing parties observe 

that the explanation, attains each other‟s goals, is adequate to both parties, and creates a 

procedure whereby all parties‟ concerned notice an accountability to be open and honest about 

essentials and feelings. Once success is completed, right conflict resolution has happened. While 

collaboration and problem solving are usually privileged, one constraint is the time and energy it 

necessitates. It is also significant to understand that both parties to the conflict require to be firm 

and supportive in order to extend a win–win combined solution (Schermerhom et al, 2002). 
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2.10.  Indirect Conflict Management Approaches 

Almost all societies have rules for restraining conflicts and for accomplishing official resolution 

of dissimilarities (Augsburder, 1992). Indirect conflict management approaches share the 

ordinary opinion of evading straight communication with personalities. They include reduced 

interdependence, appeals to common goals, hierarchical referral, and alterations in the use of 

mythology and scripts (Schermerhom et al, 2002). 

1. Reduced Interdependence  

When workflow conflicts exist, managers can regulate the stage of interdependency between 

elements or persons. One easy choice is decoupling, or taking action to get rid of or to reduce the 

required contact between conflict parties. The conflicting units can be separated from one 

another, and each can be gave part access to respected assets. Decoupling may reduce conflict 

(Schermerhom et al, 2002). 

2. Appeals to Common Goals 

 An appeal to common goals is able to center the attention of highly disagreeing parties on one 

commonly desirable ending. By organizational behavior inspiring the possible argument to a 

common structure where in the parties, distinguish their mutual interdependence in 

accomplishing common goals. However, this can be hard to accomplish while previous act is 

poor, and persons or clusters vary over how to improve their act. In this case, conflict 

management starts on by making sure that the parties take personal accountability for getting the 

circumstances better (Schermerhom et al, 2002). 
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3. Hierarchical Referral 

 Hierarchical referral makes employ the sequence of command for conflict resolution. 

Hierarchical referral can be ultimate in a given case, and conflict resolution may be shallow. 

Busy managers may be inclined to think most conflicts as consequences of poor interpersonal 

relationships and may act hurriedly to substitute one with a supposed “personality” crisis 

(Schermerhom et al, 2002). 

4. Altering Scripts and Myths 

 In some circumstances, scripts or behavioral customs that become part of the organizations 

traditions to handle conflict superficially. The scripts become sacraments that permit the 

conflicting parties to escape their disappointments and to distinguish that they are jointly reliant 

on one another. Such scripts can be misused to let and support vigorous argument of subjects and 

disagreements (Schermerhom et al, 2002). 
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CHAPTER THREE 

3. METHODOLOGY  

This chapter describes in detail, how the study was conducted, the chosen methods and the reason 

why they have been used. Further, it addresses the way data was collected, reliability of the data, 

and the way it was analyzed. Research limitations are  also highlighted, and the considerations 

that was given to ethics and morality are indicated. 

3.1. Brief Overview of the Sample Church Structure 

Gulele Bethel Church has long history. Since then people congregate to worship and share their 

different experiences. The church has different programs. The main one is Sunday morning‟s 

gathering. On Sundays, anybody who wants to attend the program can congregate there. 

However, there are other programs for the actual members of Gulele Bethel Mekane Yesus 

Church on different days based on the time suitability of the members. The church leaders 

arrange different programs in different time, and form clusters. The clusters themselves select 

time and day to gather and attend different programs like bible studies, prayers, and so on. There 

are also different clusters like worship teams, choir, and different programs leaders.Therefore, 

Gulele Bethel Mekane Yesus Church holds almost all the actual members in different clusters.  

3.2.     Research Design  

In order to achieve the purpose of the study quantitative method of data collectio n and analysis 

were employed. This is because it may give a chance to touch broadly the actual situation of 

interpersonal conflict, prevailing generally in faith-based organizations. Moreover, the researcher 

believed, this research design was more convenient to search for accurate and precise answers for 
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the research questions raised in the study. Self-report questionnaire might be more appropriate to 

study personal and sensitive issues.  

3.3. Study Site  

The site area was a particular faith based organization which is found in Addis Ababa, Addis 

Ketema Sub-city, Gulele Bethel Mekane Yesus Church, its total population is estimated to be 

around 900. In this church individuals congregate for a common goal but they may have several 

other reasons. This research site was chosen for several reasons. First, to the knowledge of the 

researcher, several researchers have given much weight to the types of interpersonal conflict, 

causes of interpersonal conflict and conflict management techniques in different settings, the  

researcher believes that conducting research in interpersonal conflict in faith- based organization, 

Gulele Bethel Mekane Yesus Church adds to an existing knowledge at large. Second, churches 

have many members who attended different programs, engaged in d ifferent activities and interact 

in different ways for different reasons. Because of this, the researcher believed that the place is 

natural environment to get many relevant information for the success of the study. According to 

Beins and McCathy (2012), the reason for choosing a natural environment for research is that it 

represents the actual question you want to answer.  

3.4. The target population 

The target population of the study was the Gulele Bethel Mekane Yesus Church members mostly 

youth and adults whose age is eighteen and above. The given age group (above 18 years old) of 

the population was chosen because of the following reasons. The first reason is their maturity 

level; the researcher believes that the stated age groups of people can respond to the items of the 

research instrument. The second reason is that the researcher believes that conflict is inevitable in 
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all society, these age groups can understand and realize the problem and they may facilitate rich 

information for the research.  

3.5. The Subject and the Sampling Procedures  

Sampling involves the selection of a number of study units from a defined study population. The 

population is too large for us to consider collecting information from all its members (Degu & 

Yigzaw, 2006). The sample was selected by cluster sampling technique. According to Degu and 

Yigzaw (2006), cluster sampling is used when a list of groupings of study units is available or 

can be easily compiled; a number of these groupings can be randomly selected. The selection of 

groups of study units (clusters) instead of the selection of study units individually is called cluster 

sampling. Clusters are often geographic units or organizational.  

Cluster sampling involves the random selection of clusters rather than individuals population 

members. In cluster sampling, all members of that cluster are included in the sample. The 

researchers employed cluster sampling in order that the members may find in groups and finding 

individuals is costly and difficult. The sample of clusters may be representative of the whole 

population. The researcher selected the clusters by using the simple random sampling techniques. 

According to Zegeye, Worku, Tefera, Getu, and Sileshi (2009), the guiding principle behind this 

technique is that each element must have an equal and nonzero chance of being selected. This can 

be achieved by applying a table of random numbers or a computer generated random numbers to 

a numbered sampling frame. Another approach involves drawing numbers from a container. 

Based on this, the researcher gave code for each cluster then engages representative codes from a 

container. By using this technique, the researcher selected the clusters randomly. There are a 
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number of clusters, these clusters have different members, for example bible stud y groups, 

worship teams prayer groups, leaders groups and chiors.  

Within a quantitative survey design, determining sample size and dealing with nonresponse bias 

is essential.  Bartelett, Kotrlik, and Chadwik (2001) quoted that “One of the real advantages of 

quantitative methods is their ability to use smaller groups of people to make inferences about 

larger groups that would be prohibitively expensive to study” (Holton & Burnett, 1997: 71). The 

sample size was determined by using the method of determining sample size from a given 

population. The researcher selected samples based on Bartelett, Kotrlik, & Chadwik (2001), 

determining minimum returned sample size for a given population size for continuous data of 900 

is 170 in continuous data, alpha=.01. 

Accordingly, the sample size for the analysis was 170 from the population of about 900 estimated 

members of the church. To obtain the required sample size 170, the researcher used cluster-

sampling technique by taking 16 clusters that totally have 200 members from the estimated total 

population. The church leaders do not clearly know the actual members of the church because of 

different reasons, so that the researcher employed the estimation number of the population. 

However, the researcher distributed the instrument for 188 group members who attended their 

program in that particular day, 12 of them could not fill the entire questionnaire properly, and 14 

did not return the instrument back. Totally, eight subjects were excluded from the study, and the 

data analysis was made based on information secured from 162 members. 

 

3.6.  Sources of Data for the Study  

In order to obtain the desired data for the study the researcher used the following source.  

 Review of related literature such as books, journals and research papers.   
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 Opinion of the respondents through questionnaire  

3.7.  Developing Data Collection Instrument  

The researcher applied a questionnaire as the main instrument for collecting data for the study. 

The researcher developed one type of questionnaire in having two forms of questions, closed- 

ended and open-ended questions. The researcher devised and set the instrument by reading 

different books and thesis papers, and also adopted half of the questions, especially the questions 

about conflict management techniques, from “Conflict Management Styles Quiz, 2006”. Then the 

researcher categorized the questions in the questionnaire with respect to the basic research 

questions of the thesis.  

3.8. Assessment of the Instrument 

The researcher developed and adopted the questionnaire based on the literature. The 

questionnaire consisted of thirty-two closed-ended and three open-ended items to study the major 

types of interpersonal conflict, the common causes of interpersonal conflict and the management 

techniques of interpersonal conflict. The researcher adopted fifteen questions from “Conflict 

Management Styles Quiz, 2006”. The closed- ended questions involved a list of alternatives that 

the respondents should be able to select among the given possible alternatives. The researcher 

categorized the questions with respect to the basic research questions in to three.  The first part 

involved types of interpersonal conflicts, the second section has causes of interpersonal conflicts 

and the last has management techniques of interpersonal conflicts on a five point Likert scale 1= 

„Never‟ 2= „Rarely‟ 3= „Sometimes‟ 4= „Often‟ 5= Always‟.  
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3.9. The Pre- Pilot Work 

In the pre-pilot work, first the questionnaire was prepared in English. Then, the researcher and 

other language experts translated into Amharic. Afterward, forward and backward examinations 

of translation were made in order to avoid meaning differences. Then, to ascertain the 

appropriateness of the content of the instrument, the researcher submitted to a senior psychology 

professional in the school of psychology in Addis Ababa University and the necessary corrections 

were made on the instrument. Finally, the Amharic version of the questionnaire became ready for 

pilot administration. 

3.10. Pilot Study 

For the pilot study Semen Bethel Mekane Yesus Church which is found in Gulele sub-city,was 

selected which is in different place from the main study site. Different church is selected to avoid 

some bias due to repeated exposure to the issue.  The other reason that Semen Bethel Mekane 

Yesus Church was selected because it has similar church structure and similar members with the 

main study place, so the researcher believes that this similarity helps for the reliability testing. 

The researcher performed the pilot study to test and improve the instrument before collecting the 

final data. Then the researcher checked reliability of the instrument. The participants were 52 

members of the Semen Bethel Mekane Yesus Church.  

The researcher conducted pilot study due to different purposes. One of the purposes was to 

estimate the length of time it takes to complete the measure. The other purpose was to get 

feedback about to determine the reliability and applicability of the items. The feedback provided 

has given a hint for the researcher that the instrument could be used further. The Cronbach‟s 
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alpha internal consistency of items of the scales obtained in the pilot study was reported as 

follows,  

Table 1: The Reliability Coefficient of the Instrument  

Scale Reliability   Remark 

Types conflict     

Cognitive conflict  0.955   Has 3 questions 

Affective conflict  0.934    Has 3 questions 

Causes of conflict  0.982     Has 11 questions 

                 Conflict management techniques 

 Accommodating  
 0.954 

Has 3 questions 

 Avoiding  0.944 
Has 3 questions 

 Collaborating    0.967 
Has 3 questions 

 Competing    0.923 
Has 3 questions 

 Compromising   0.963 
Has 3 questions 

 

As the result of the pilot test, the researcher observed that the time required to complete the 

questionnaire is manageable, so the items were left as they are. 
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3.11. Procedure of Data Collection 

After obtaining permission from the church leaders, the researcher explained the objective of the 

research. The researcher gained their acceptance and collaboration that was essential for the 

achievement of the study. Then the researcher contacted one assistant for collecting data and gave 

him training on the procedures of the data collection. All the participants had formal education. 

Therefore, they can read and write. However, in few cases the data collector helped the 

respondents through reading the questions. Thereafter, the researcher asked the participants, their 

consent and clarified the purpose of the study. The researcher ensured that participation was 

voluntary. The participants were also asked not to write their names or make any personal 

remarks on the questionnaire in order to insure confidentiality. Further, they were encouraged for 

their honest responses. For the questionnaires that may not be appropriately completed and for 

those that may not be returned the researcher distributed 10% of the sample size 18 extra 

questionnaires.  

3.12. Method of Data Analysis  

The data, which was gathered through the questionnaire, were analyzed using the statistical 

package of the social science (SPSS 17.0). To obtain the demographic information of the 

participants‟ the researcher employed descriptive statistics, such as frequency and percentages 

were engaged to check the major types, common causes and management techniques of 

interpersonal conflicts. Finally, after categorizing similar responses of the open-ended questions, 

the researcher analyzed them in terms of the research questions.  
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3.12.1. Types of Interpersonal Conflict 

Types of interpersonal conflict have six questions. The corresponding responses of the 

participants were indicated on five point Likurt scale. 1= „Never‟ 2= „Rarely‟ 3= „Sometimes‟ 4= 

„Often‟ 5= „Always‟. The scale was used by assuming, Never- as „at no time‟, Rarely- as „not 

very often‟, Sometimes – as „not continually‟, Often – as „repeatedly‟ (at short interval), and 

Always- as „at all time‟. Besides, using the scale was assumed to facilitate to check the degree of 

the responses on each type of interpersonal conflict in detail. Therefore this section deals with 

identifying the types of interpersonal conflict in members of the certain faith based organization. 

As indicated in Table 2 the first three questions show type of cognitive conflict whereas the other 

three items show type of affective conflict.  

3.12.2. Causes of Interpersonal Conflict 

Causes of interpersonal conflicts have eleven questions. As indicated in the previous section the 

corresponding responses of the participants were indicated on five point Likurt scale. 1= „Never‟ 

2= „Rarely‟ 3= „Sometimes‟ 4= „Often‟ 5= „Always‟. Therefore, this section deals with 

identifying the common causes of interpersonal conflict in the members of the faith based 

organization. As indicated in Table 3, the items show the following common causes of conflict, 

which are indicated in the literature section. Items 1 and 2 are asked about scarcity of resources. 

Items 3 and 4 are inquired about diverse attitudes, values or perceptions.  For Disagreements 

about needs, goals, priorities, positions, and interests items 5 is asked. Items 6 and 7 are asked 

about poor communication. Items 8 and 9 are requested about lack of clarity in roles and 

responsibilities and items 10 and 11 are asked about a clash of personalities, difference of views, 

bullying or harassment. 
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3.12.3. Interpersonal Conflict Management Techniques  

This section deals about the techniques that the members of the particular faith-based 

organization employ to manage interpersonal conflict. The Predominantly used five conflict 

management techniques such as competing, avoiding, accommodating, compromising, 

collaborating were used. Fifteen items were adopted for studying the five conflict management 

techniques. Each consists of three items, which were transformed into a score by computing 

using computer. The corresponding responses of the participants were indicated on five point 

Likurt scale. 1= „Never‟ 2= „Rarely‟ 3= „Sometimes‟ 4= „Often‟ 5= „Always‟. Descriptive 

statistics such as frequency and percentage was employed and presented.  
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CHAPTER FOUR 

RESULTS AND DISCUSSION  

4.1. RESULTS  

In chapter, three detail illustrations are given about how the study was conducted, methods 

chosen and the reason why they have been chosen and how the data were analyzed. This chapter 

focuses on the analysis of data. Below is the analysis which are divided into three parts, the 

demographic characteristics of the participants was also obtained through the questionnaire. 

4.1.1. Demographic Characteristics of the Respondents 

This section deals with the description of personal background of the target population 
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Table 2: Demographic Characteristics of the Respondents 

 

 

 

 

 

 

 

 

 

As can be observed from Table 2 the total number of the sample was 162. From these   

86(53.1%) of them were males and 76(46.9%) of them were females. When we see their age level 

82 (50.6%) of the respondents were between 18 and 30 years of age and 80(49.4%) of them were 

31 and above. All of the respondents had formal educational background.  

4.1.2. Types of Interpersonal Conflict 

One of the major objectives of the research was to identify the major types of conflicts existing in 

interpersonal relations in the particular faith-based organization. Descriptive statistics such as 

frequency and percentage were employed. The results are presented as follows in frequency and 

percentages. 

 characteristics  
Frequency Percent 

 S  Male 86 53.1 

E Female 76 46.9 

X  Total 162 100.0 

   18-30 82 50.6 

A
g
e 

 

 

  31 & above 

  Total 

80 

162 

49.4 

100.0 

L
ev

el
 o

f 
ed

u
ca

ti
o
n

 Primary 

Secondary 

College diploma 

Degree & above 

Total  

18 

45 

57 

42 

162 

11.1 

27.8 

35.2 

25.9 

100.0 
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Table 3: Types of Interpersonal Conflict 

 

Types of Interpersonal Conflict  

Never Rarely Sometimes Often Always 

F % F % F % F % F % 

C
o
g
n
it
iv

e 
co

n
fl

ic
t 

 I argue with others about  how 

resources should be divided for 

individuals 

0 0.0 17 10.5 31 19.1 43 26.5 71 43.8 

My concern is about who should be 

assigned to various roles  

27 16.7 30 18.5 33 20.4 38 23.5 34 21.0 

 I  worry about how tasks should be 

performed  

11 6.8 19 11.7 44 27.2 23 14.2 65 40.1 

A
ff

ec
ti
v
e 

co
n
fl

ic
t 

I blame others rather than trying to 

solve a problem 

63 38.9 33 20.4 49 30.2 17 10.5 0 0.0 

I distrust  when we participate in 

different activities or share ideas 

52 32.1 34 21.0 41 25.3 22 13.6 13 8.0 

When differences come, I think I am 

right and the other person is wrong.  

69 42.6 20 12.3 38 23.5 12 7.4 23 14.2 

 

                     4.1.2.1. Type of Cognitive Conflict 

In the first item, the respondents were asked their intention about how resources should be 

divided for individuals. For this item 71(43.8%) of the participants responded that they always 

argue about the ways of resource division.  Forty-three (26.5%) of them responded that they often 

ague how resources should be divided for individuals and 31(19.1%) of the respondents 

responded that they sometimes argue with others about how resources should be divided for 
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individuals, and 17(10.5%) of them said they rarely do that. None of the respondents responded 

that they never argue with others about how resources should be divided for individuals.  

The second question which was asked about cognitive conflict, “My concern is about who should 

be assigned to various roles.” Of the respondents, 38(23.5%) responded that they were often 

concerned about who should be assigned to various roles, and 34(21.0%) of them responded that 

they always were concerned about this issue. Also 33(20.4%) of the respondents responded that 

they sometimes were concerned about that. The rest 30(18.5%) of the respondents and 27 

(16.7%) of the respondents respectively responded that they rarely and never were concerned 

about who should be assigned to various roles. 

For the third question, “I worry about how tasks should be performed”, 65(40.1%) of the 

participants answered that they always worry, and 44(27.2%) of the respondents responded that 

they sometimes worry about how tasks should be performed. The rest, 23(14.2%) of the 

respondents, 19 (11.7%) of the respondents and 11(6.8%) of the respondents respectively 

responded that they often, rarely and never worry about how tasks should be performed.  

                        4.1.2.2. Type of Affective Conflict 

As can be seen from the Table 3, most of the respondents indicated that affective conflict is the 

lesser conflict type which happened in their interpersonal interactions. When we see the first 

question, 63(38.9%) of the respondents provided their answers that they never blame others 

rather than trying to solve a problem, 49 (30.2%) of the respondents responded that they 

sometimes blame others rather than trying to solve the problem. But 17(10.5%) of the 

respondents answered that they often blame others and no one said that they always blame others 

rather than trying to solve the problem. 
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For the second question, “I distrust when we participate in different activities or share ideas”, 

52(32.1%) of the participants provided their answer never and 41(25.3%) of the respondents 

reported that they sometimes distrust people when they participate in different activities or share 

ideas. Of the participants, 34 (21.0%) of them responded rarely, 22 (13.6%) of them responded 

often, and 13 (8.0%) of them responded that they always distrust people when they participate in 

different activities or share ideas.  

For the third question, “When differences come, I think I am right and the other person is 

wrong”, 69(42.6%) of the participants said that they never think they are right and the other 

person is wrong.  Thirty-eight (23.5%) of the respondents responded that they sometimes think 

that they are right and the other person is wrong when the differences come into view. Of the 

participants, 23(14.2%) of them responded always, 20(12.3%) of them indicated rarely and 

12(7.4%) of them responded often think that they are right and the other person is wrong when 

the differences come into view. 

In order to get more information, open-ended questions were conducted. The result, consistent to 

the findings of the closed-ended questions, shows the majority of the respondents expressed that 

they involve in cognitive conflict because they focuses on developing clarification of ideas and 

accomplishment of tasks. Others said they involve in affective conflict because of prioritizing 

their emotions and feelings. 
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4.1.3. Causes of Interpersonal Conflict  

Table 4: Causes of Interpersonal Conflict 

For the first item asked about causes of conflict,” I achieve my input resource needs”, 53 (32.7%) 

of the respondents responded that they rarely achieve their input resource needs.  Forty-two 

(25.9%) of the participants responded that they sometimes achieve their input resource needs and 

35(21.6%) of the respondents reported that they never achieve their input resource needs, and 

Causes of Conflict Never  Rarely Sometimes Often Always 

F % F % F % F % F % 

1. I achieve my input resource needs. 35 21.6 53 32.7 42 25.9 32 19.8 0 0 

2. Fair share of limited resources 59 36.4 39 24.1 40 24.7 12 7.4 12 7.4 

3. My attitudes, values and perceptions 

are different. 

14 8.6 21 13.0 33 20.4 63 38.9 31 19.1 

4. I appropriately perceive and interrelate 

with others. 

13 8.0 12 7.4 43 26.5 55 34.0 39 24.1 

5. My needs, motives and interest are 

compatible. 

33 20.4 61 37.7 33 20.4 24 14.8 11 6.8 

6. Appropriate interpersonal interaction.  17 10.5 17 10.5 26 16.0 47 29.0 55 34.0 

7. Information gets weakened or distorted 15 9.3 11 6.8 60 37.0 46 28.4 30 18.5 

8. Conflict arises due to competition on 
position. 

43 26.5 24 14.8 35 21.6 34 21.0 26 16.0 

9. My roles and responsibilities are 
clearly known 

19 11.7 15 9.3 21 13.0 42 25.9 65 40.1 

10. The leaders and groups members are 

inter-dependent  

28 17.3 31 19.1 45 27.8 26 16.0 32 19.8 

11. Group members give up agreeing in 

difference of opinion. 

16 9.9 37 22.8 67 41.4 26 16.0 16 9.9 
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32(19.8%) of them said they often achieve their input resource needs, none of the respondents 

answered that they always achieve their input resource needs.  

In the second item, the respondents were asked whether there is fair share of limited resources 

between individuals. For this item, 59(36.4%) of them reported never. Forty (24.7%) of the 

participants said that sometimes there is fair share of limited resources between individuals. And 

39(24.1%) of the respondents said that rarely, there is a fair share of limited resources between 

individuals. The rest, 12(7.4%) of them said often, and the other 12(7.4%) of the respondents said 

there is always a fair share of limited resources between individuals.  

For the third question, “My attitudes, values and perceptions are different from the values, 

attitudes and perceptions of others”, 63(38.9%) of the participants provided their answer that they 

often have different attitudes, values and perceptions, and 33(20.4%) of the respondents 

responded that they sometimes have different values, attitudes and perceptions from others 

values, attitudes and perceptions. Of the participants, 31(19.1%) of them said always, 21(13.0%) 

of them answered rarely and the rest, 14(8.6%) of them responded never have different values, 

attitudes and perceptions from others values, attitudes and perceptions.  

The fourth question which was asked about causes of conflict,” I appropriately perceive and 

interrelate with others”. Of the respondents, 55(34.0%) of them responded that they often 

perceive appropriately and interrelate with others, and 43(26.5%) of them answered that they 

sometimes perceive appropriately and interrelate with others. Also 39(24.1%) of the respondents 

responded that they always perceive appropriately and interrelate with others. Thirteen (8.0%) of 

the respondents and 12 (7.4%) of the respondents responded that they never and rarely perceive 

appropriately and interrelate with others respectively.  
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For the fifth question, “My needs, motives and interests are compatible with others”, 61(37.7%) 

of the participants provided their answer that their needs, motives and interests are rarely 

compatible with others and 33(20.4%) of the respondents responded that their needs, motives and 

interests are sometimes compatible with others. Of the participants, 33(20.4%) of them reported 

never, 24(14.8%) of them responded often and 12(6.8%) of them said that their needs, motives 

and interests are always compatible with others. 

For the sixth item, the respondents asked whether they have appropriate interpersonal interaction 

with others regarding various activities in the church, 55(34.0%) of respondents responded that 

they always have appropriate interpersonal interaction with others regarding various activities in 

the church. Forty-seven (29.0%) of the participants provided their answers that they often have, 

26(16.0%) of the respondents reported that they sometimes have, 17(10.5%) of them said rarely, 

and the other 17(10.5%) of the respondents responded that they never have appropriate 

interpersonal interaction with others regarding various activities in the church.  

For the seventh question,” Information gets weakened or distorted as passed along the large 

number of individuals”, 60(37.0%) of the participants provided their answer sometimes, and 

46(28.4%) of the respondents responded that information often gets weakened or distorted as 

passed along the large number of individuals. Of the participants, 30(18.5%) of them reported 

that information always gets weakened or distorted as passed along the large number of 

individuals. Fifteen (9.3%) of them answered never, and 11(6.8%) of them responded 

information rarely gets weakened or distorted as passed along the large number of individuals.  

The eighth question which was asked about causes of conflict,” Conflict arises between 

individuals due to competition on position”, from the respondents 43(26.5%)  of them provided 
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their answer that conflict never arises between individuals due to competition on position, and 

35(21.6%) of them responded that conflict sometimes arises between individuals due to 

competition on position. Also 34(21.0%) of the respondents responded that conflict often arises 

between individuals due to competition on position.  Of the respondents 26(16.0%) of them 

answered that conflict always arises between individuals due to competition on position, and the 

rest 24(14.8%) of the respondents responded that conflict rarely arises between individuals due to 

competition on position. 

For the ninth item, the respondents asked whether their roles and responsibilities are clearly 

known. For this item 65(40.1%) of the respondents expressed that their roles and responsibilities 

are always clearly known. Forty- two (25.9%) of the participants responded that their roles and 

responsibilities are often clearly known. The rest 21(13.0%) of the respondents provided their 

answer that their roles and responsibilities are sometimes clearly known, 19(11.7%) of them said 

their roles and responsibilities are never well known and 15(9.3%) of the respondents responded 

that their roles and responsibilities are rarely well known. 

For the tenth question, “The leaders and groups members are inter-dependent to one another”, 

45(27.8%) of the participants provided their answer that the leaders and groups members are 

sometimes inter-dependent to one another, and 32(19.8%) the respondents reported that the 

leaders and groups members are always inter-dependent to one another. Of the participants 

31(19.1%) of them responded that the leaders and groups members are rarely inter-dependent to 

one another, 28(17.3%) of them expressed that the leaders and groups members are never inter-

dependent to one another,  and the rest, 26(16.0%) of them said that the leaders and groups 

members are often inter-dependent to one another .  
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The eleventh question which was asked “In their groups, members give up agreeing in 

differences of opinion.” Of the respondents 67(41.4%) responded that members in their group 

sometimes give up agreeing in differences of opinion, and 37(22.8 %) of them responded that 

members in their group rarely give up agreeing in differences of opinion. Twenty-six (16.0%) of 

the respondents gave their answer that members in their group often give up agreeing in 

differences of opinion, 16(9.9%) of the respondents said that members in their group never give 

up agreeing in differences of opinion, and 16(9.9%) the respondents reported that members in 

their group always give up agreeing in difference of opinion.  

Coherent to the findings of the closed-ended questions, in the open-ended questions the majority 

of the respondents expressed common causes for interpersonal conflict. The most participants 

expressed scarcity of resources, money and unfair share of other resources, conflicting ideas, 

difference in attitudes, incompatibility of needs, motives and interests, lack of clarity of role, , 

and distortion of information as common causes of conflict. Some of the participants said there 

are also other causes of conflict like, prioritizing personal interest, rejecting different ideas, being 

irresponsible, refusing to collaborate, lack of tolerance and self- respect. According to the answers 

provided by the respondents, ethnicity and lack of spiritual knowledge are also causes of 

interpersonal conflict. 

4.1.4. Interpersonal Conflict Management Techniques  

The Predominantly used five conflict management techniques, competing, avoiding, 

accommodating, compromising, and collaborating are used. The table and the explanations are 

presented as follows 
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Table 5: Competing Techniques 

Competing   

  

Never Rarely Sometimes Often Always 

 F %  F %  F %  F %  F % 

I would argue my case and 

insist on the merits of my point 

of view.   

12 7.4 15 9.3 60 37.0 35 21.6 40 24.7 

I find conflicts challenging and 

exhilarating; I enjoy the battle 

of wits that usually follows. 

85 52.5 21 13.0 25 15.4 14 8.6 17 10.5 

I can figure out what needs to 

be done and I am usually right.  

21 13.0 21 13.0 56 34.6 32 19.8 32 19.8 

 

As seen in Table 5 the first item, the respondents were asked whether they would argue their case 

and insist on the merits of their point of view.  For this item 60(37.0%) of respondents responded 

that they sometimes argue their case and insist on the merits of their point of view. Forty (24.7%) 

of the participants responded that they always argue, 35(21.6%) of the respondents reported that 

they often argue, and 15(9.3%) of them said they rarely do that, and 12(7.4%) of the respondents 

expressed that they never argue their case and insist on the merits of their point of view. 

For the second question,” I find conflicts challenging and exhilarating; I enjoy the battle of wits 

that usually follows”, 85(52.5%) of the participants provided their answer that they never  find 

conflicts challenging and exhilarating;  they never enjoy the battle of wits that usually follows,  

and 25(15.4%) the respondents responded sometimes.  Of the participants 21(13.1%) of them 

answered rarely, 17(10.5%) of them responded that they always find conflicts challenging and 

exhilarating and they always enjoy the battle of wits that usually follows and 14(8.6%) of them 
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responded that they often find conflicts challenging and exhilarating; they often enjoy the battle 

of wits that usually follows. 

The third question that was asked, “I can figure out what needs to be done and I am usually 

right.”  Of the respondents, 56(34.6%) of them reported that they can sometimes figure out what 

needs to be done and they think, they are usually right. Thirty-two (19.8%) of them responded 

that they can often figure out what needs to be done and they think, they are usually right. The 

other 32(19.8%) of respondents expressed that they can always figure out what needs to be done 

and they think, they are usually right. Twenty-one (13.0%) of the respondents said that they 

rarely can figure out what needs to be done and they think, they are usually right, and 21(13.0%) 

of the respondents responded that they never can figure out what needs to be done and they think, 

they are usually right. 

Table 6: Avoiding Techniques 

Avoiding  

  

Never Rarely Sometimes Often Always 

 F %  F %  F %  F %  F % 

When I find myself in an argument, I 

usually say very little and try to leave as 

soon as possible.  

 

12 

 

7.4 

 

21 

 

13.0 

 

57 

 

35.2 

 

45 

 

21 

 

27 

 

16.7 

Being at odds with other people makes me 

feel uncomfortable and anxious. 

 

31 

 

19.1 

 

33 

 

20.4 

 

58 

 

35.8 

 

27 

 

16.7 

 

13 

 

8.0 

I avoid hard feelings by keeping my 

disagreements with others to myself.  

 

16 

 

9.9 

 

15 

 

9.3 

 

34 

 

21.0 

 

47 

 

29.0 

 

50 

 

30.9 

 

For the first question,” When I find myself in an argument, I usually say very little and try to 

leave as soon as possible.” From the participants, 57(35.2%) of the them provided their answer 

that when  they find themselves in an argument, they sometimes say very little and try to lea ve as 
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soon as possible, and 45(21%) of the respondents responded that when  they find themselves in 

an argument, they often say very little and try to leave as soon as possible. Of the participants, 

27(16.7%) of them responded that when they find themselves in an argument, they always, 

21(13.0%) of them said that when they find themselves in an argument, they rarely, and 12(7.4%) 

of them reported that when they find themselves in an argument, they never anything and try to 

leave as soon as possible. 

The second question, which was asked about “Being at odds with other people makes me feel 

uncomfortable and anxious.”  Of the respondents 58(35.8%) responded that being at odds with 

other people sometimes makes them feel uncomfortable and anxious, and 33(20.4%) of them said 

that being at odds with other people rarely makes them feel uncomfortable and anxious. Of the 

respondents 31(19.1%) of them answered that being at odds with other people never makes them 

feel uncomfortable and anxious. Twenty- seven (16.7%) of the respondents said that being at 

odds with other people often makes them feel uncomfortable and anxious, and 13(8.0%) of the 

respondents responded that being at odds with other people always makes them feel 

uncomfortable and anxious. 

For the third item the respondents asked, “I avoid hard feelings by keeping my disagreements 

with others to myself.”  For this item 50(30.9%) of the respondents responded that they always 

avoid hard feelings by keeping their disagreements with others to themselves. Forty-seven 

(29.0%) of the participants responded that they often avoid hard feelings by keeping their 

disagreements with others to themselves, and 34(21.0%) of the respondents reported that they 

sometimes avoid hard feelings by keeping their disagreements with others to themselves, and 16 

(9.9%) of them said they never avoid hard feelings by keeping their disagreements with others to 
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themselves. The rest, 15(9.3%) of the respondents responded that they rarely avoid hard feelings 

by keeping their disagreements with others to themselves. 

Table 7:  Accommodating Techniques 

Accommodating  Never Rarely Sometimes Often Always 

  F  %  F  % F  % 

    

F      % 

   

F  % 

I try to meet the expectations of 

others. 

23 14.2 26 16.0 39 24.1 42 25.9 32 19.8 

I try to accommodate the wishes of my 

friends and family. 

23 14.2 24 14.8  37 22.8 31 19.1 47 29.0 

I may not get what I want but it‟s a 

small price to pay for keeping the 

peace. 

13 8.0 10 6.2  24 14.8 40 24.7 75 46.3 

 

For the first item, the respondents were asked whether they try to meet the expectations of others. 

For this item, 42(25.9%) of respondents responded that they often try to meet the expectations of 

others. Thirty-nine (24.1%) of them reported that they sometimes try to meet the expectations of 

others and 32(19.8%) of the respondents said that they always try to meet the expectations of 

others, and 26(16.0%) of them expressed they rarely do that. The rest, 23(14.2%) of the 

respondents answered that they never try to meet the expectations of others  

The second question, “I try to accommodate the wishes of my friends and family.”  Of the 

respondents 47(29.0%) responded that they always try to accommodate the wishes of their 

friends and family, and 37(22.8%) of them responded that they sometimes try to accommodate 

the wishes of their friends and family. Thirty-one (19.1%) of the respondents reported that they 

often try to accommodate the wishes of their friends and family, 24(14.8%) of the respondents 
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said that they rarely try to accommodate the wishes of their friends and family, and 23(14.2%) 

the respondents responded that they never try to accommodate the wishes of their friends and 

family. 

For the third question,” I may not get what I want but it‟s a small price to pay for keeping the 

peace”, 75(46.3%) of the participants answered that they may not get what they want but they 

think that it is  always a small price to pay for keeping the peace.  Forty (24.7%) of the 

respondents responded that they may not get what they want but they think that it is often a small 

price to pay for keeping the peace. Of the participants, 24(14.8%) of them reported that they may 

not get what they want but they think that it is sometimes a small price to pay for keeping the 

peace.  Thirteen (8.0%) of them responded that they may not get what they want but they never, 

and 10(8.0%) of them expressed that they may not get what they want but they rarely they think 

that it as  a small price to pay for keeping the peace.  

Table 8: Compromising Techniques 

Compromising 

  

Never Rarely Sometimes Often Always 

F %   F %   F % Fr % F % 

I try to negotiate and adopt a give-and-

take approach to problem situations. 

 

25 

 

15.4 

 

18 

 

11.1 

 

49 

 

30.2 

 

38 

 

23.5 

 

32 

 

19.8 

I prefer to compromise when solving 

problems and just move on. 

 

12 

 

7.4 

 

18 

 

11.1 

 

37 

 

22.8 

 

54 

 

33.3 

 

41 

 

25.3 

To break deadlocks, I would meet 

people halfway. 

 

12 

 

7.4 

 

19 

 

11.7 

 

35 

 

21.6 

 

56 

 

34.6 

 

40 

 

24.7 

 

As Table 8 shows, in the first question,” I try to negotiate and adopt a give-and-take approach to 

problem situations”, 49(30.2%) of the participants provided their answer that they sometimes try 
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to negotiate and adopt a give-and-take approach to problem situations. Thirty-eight (23.5%) of 

the respondents responded that they often try to negotiate and adopt a give-and-take approach to 

problem situations. Of the participants, 32(19.8%) of them said that they always try, 25 (15.4%) 

of them reported that they never try to negotiate and adopt a give-and-take approach to problem 

situations, and 18(11.1%) of them responded that they rarely try to negotiate and adopt a give-

and-take approach to problem situations.  

In the second item the respondents were asked a question,” I prefer to compromise when solving 

problems and just move on.”  In this item, 54(33.3%) of respondents responded that they often 

prefer to compromise when solving problems and just move on. Forty-one (25.3%) of the 

participants responded that they always prefer to compromise when solving problems and just 

move on, and 37(22.8%) of the respondents reported that they sometimes prefer to compromise 

when solving problems and just move on, and 18 (11.1%) of them said they rarely  prefer to 

compromise when solving problems and just move on. The rest, 12(7.4%) of the respondents 

answered that they never prefer to compromise when solving problems and just move on. 

The third question,” To break deadlocks, I would meet people halfway.”  Of the respondents, 

56(34.6%) of them expressed that to break deadlocks, they would often meet people halfway, and 

40(24.7%) of them responded that to break deadlocks, they would sometimes meet people 

halfway. Thirty-five (21.6%) of the respondents provided their answer that to break deadlocks, 

they would always meet people halfway, 19(11.7%) of the respondents said that to break 

deadlocks, they would rarely meet people halfway, and 12(7.4%) the respondents responded that 

to break deadlocks, they would never meet people halfway.  
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 Table 9:  Collaborating Techniques 

Collaborating  

  

Never Rarely Sometimes Often Always 

F %  F %  F % 

  

F %  Fr. % 

I explore issues with others so as to find 

solutions that meet everyone‟s needs.  

 

23 

 

14.2 

 

20 

 

12.3 

 

53 

 

32.7 

 

40 

 

24.7 

 

26 

 

16.0 

When there is a disagreement, I gather as 

much information as I can and keep the 

lines of communication open. 

 

16 

 

9.9 

 

14 

 

8.6 

 

31 

 

19.1 

 

47 

 

29.0 

 

54 

 

33.3 

I try to see conflicts from both sides. What 

do I need? What does the other person 

Need? What are the issues involved? 

 

12 

 

7.4 

 

16 

 

9.9 

 

37 

 

22.8 

 

49 

 

30.2 

 

48 

 

29.6 

                                             

The first question,” I explore issues with others so as to find solutions that meet everyone‟s 

needs.”  Of the respondents, 53(32.7%) of them responded that they sometimes explore issues 

with others so as to find solutions that meet everyone‟s needs, and 40(24.7%) of them said that 

they often explore issues with others so as to find solutions that meet everyone‟s needs. Twenty-

six (16.0%) of the respondents reported that they always explore issues with others to find 

solutions that meet everyone‟s needs.  The rest 23(14.2%) of the respondents said that they never 

explore issues with others so as to find solutions that meet everyone‟s needs, the other 20(12.3%) 

of the respondents responded that they rarely explore issues with others so as to find solutions 

that meet everyone‟s needs.  

For the second question, “When there is a disagreement, I gather as much information as I can 

and keep the lines of communication open”. In this question, 54(33.3%) of the participants 

provided their answer that when there is a disagreement, they always gather as much information 
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as they can and keep the lines of communication open. Forty-seven (29.0%) of them responded 

that when there is a disagreement, they sometimes gather as much information as they can and 

keep the lines of communication open. Thirty-one (19.1%) of them said that when there is a 

disagreement, they sometimes gather as much information as they can and keep the lines of 

communication open. The other, 19(9.9%) of the participants responded that when there is a 

disagreement, they never gather as much information as they can and keep the lines of 

communication open, and the rest 14 (8.6%) of them responded when there is a disagreement, 

they rarely gather as much information as they can and keep the lines of communication open. 

For the third item, “I try to see conflicts from both sides. What do I need? What does the other 

person need? What are the issues involved?”  Of the participants, 49(30.2%) of them responded 

that they often try to see conflicts from both sides. Forty-eight (29.6%) of the participants said 

that they always try to see conflicts from both sides, 37(22.8%) of the respondents answered that 

they sometimes try to see conflicts from both sides, and 16(9.9%) of them said they rarely try to 

see conflicts from both sides. The other, 12(7.4%) of the respondents responded that they never 

try to see conflicts from both sides.       

According to the open-ended questions responses, most of the respondents solve their conflict by 

collaborating, many respondents manage their problems by compromising, and some of them use 

avoiding conflict management techniques. Few of the respondent use accommodation and 

competing techniques to manage their interpersonal conflict.  

The respondents said that they also use indirect conflict managing approach to manage their 

interpersonal conflict. For example, they use „altering scripts and myths‟, the spiritual approach 

like giving love, asking forgiveness, showing God‟s love and prayer.  
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4.2. DISCUSSION 

This section of the research concerns discussion of the results in the light of the purposes of this 

study. The aim of this section is to discuss the findings of the research, which are based on the 

analysis conducted in the chapter four.  

One of the major issues investigated in this study was types of conflict, which occur in 

interpersonal relationships. The findings of the questions regarding types of interpersonal 

conflicts are classified under two main sections, cognitive type conflicts and affective type of 

conflicts. These findings are discussed as follows.  

The research findings show that cognitive conflict is the most frequent type of conflict between 

Gulele Bethel Mekane Yesus Church members‟ interpersonal relationships. They engage in 

conflict with others about how resources should be divided for individuals 71(43.8%), and they 

worry about how tasks should be performed 65(40.1%), results shows most of the respondents 

have conflict with others about fair share and the accomplishment of tasks. In addition to that the 

members of that particular church members often involve in conflict about who should be 

assigned to various roles 38(23.5%) of the respondents have conflict with other individuals. In 

line with these findings, Runde & Flanagan (2007) shows cognitive conflict focuses more on 

responsibilities and solving difficulties. This is the form of conflict takes place when people 

argue ideas. There may emerge to be mismatched differences; however, the attention remains 

mainly on ideas, not on people.  

 In contrast to cognitive types‟ conflicts, affective types of conflicts are the least frequently 

occurring types of conflicts in Gulele Bethel Mekane Yesus Church in interpersonal relations. 

The result shows that, when differences come, they think they are right and the other person is 
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wrong 69(42.6%) of the participants think that they never engage in such conflicts.  For the 

question, I blame others rather than trying to solve a problem 63(38.9%) respondents said they 

never blame others rather than trying to solve the problems. The result of the question whether 

they distrust when they participate in different activities or share ideas 52(32.1%) the church 

members said they never. Researchers believe affective conflict is the main negative and 

persistent type of interpersonal conflict (Rittle, 2007). The finding of the open ended question 

also suports the findings of the closed-ended questions.   

The other major issue investigated in this study is causes of interpersonal conflict, the findings 

show the common causes of interpersonal conflicts, which occur in Gulele Bethel Mekane Yesus 

Church interpersonal relations. In Table 4, the respondents were asked whether they achieve their 

input resource needs, 80.2% of the participants have never, rarely and sometimes they achieve 

their input resource needs, but none of the respondents always achieve their input resource needs. 

In the second item, the respondents asked about fair share of limited resources, 85.2% of the 

participants never, rarely or sometimes have a fair share of limited resources. According to the 

findings scarcity of resources (finance, equipment, facilities, etc.), such as fair share of limited 

resources, and achieving their input resource needs are the highest common causes of conflicts. 

Almost all institutes have interpersonal conflict; the basis of this conflict can be personal detests 

or behavioral differences (Violetta, 2012). The findings show that, 78.4% sometimes, often and 

always have difference in attitudes, values or perceptions.  

The result shows that 78.5% of the participants needs, motives and interest are never, rarely and 

sometimes compatible with others. This shows these differences are common causes of conflict 

between their interactions.  Based on the results 79% of the participants said information 

sometimes, often and always information distorted or weakened when it passed along the large 
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number of individuals. This result shows poor communication is the other common cause of 

conflict. 

Lack of clarity in roles and responsibilities showed as a proportional cause of conflict, 60(37%) 

of the members sometimes face lack of clarity in roles and responsibilities. Forty-five (27.8%) of 

the leaders and groups members are inter-dependent to one another. In their groups, 53(32.7%) 

members sometimes give up agreeing in difference of opinion. The findings show that both Lack 

of clarity in roles and responsibilities and a clash of personalities, difference of opinion, bullying 

or harassment are almost proportional causes of conflict.  As the research, outcomes proved, 

84.6% of the church members sometimes, often and always perceive and interrelated 

appropriately with others. Based on the findings it is the least cause of conflict in that particular 

church. 

This result also supported by open-ended questions. Most of the participants indicated that 

scarcity of resources, different attitudes, values or perceptions, disagreements about needs, goals, 

priorities, positions, and interests, poor communication are the common causes of conflict in 

Gulele Bethel Mekane Yesus Church members‟ interpersonal relations.  

The third major issue investigated in this study is interpersonal conflict management techniques. 

The findings of interpersonal conflict management techniques are classified under five main 

techniques, competing, Avoiding, Accommodating, Compromising and Collaborating. These 

findings are discussed as follows. 
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Most of the members use competing technique to manage conflict. From the three questions, two 

of the questions show that the members sometimes, often and always use competing technique to 

manage conflict.  All, 83.3% of respondents sometimes, often and always argue their case and 

insist on the merits of their point of view. For the other question, I can figure out what needs to 

be done and I am usually right (74.2%) respondents, sometimes, often and always compete to 

solve their problems.  

From the three questions asked about avoiding, two of the findings show that most of the 

participants use avoiding techniques. From all, 72.9% respondents sometimes, often and always 

say very little and try to leave as soon as possible when they find themselves in an argument. 

Moreover, the finding of, I avoid hard feelings by keeping my disagreements with others to 

myself  shows 80.9% of the participants sometimes, often and always avoid hard feelings by 

keeping their disagreements with others to themselves. The other ending shows, 75.3% the 

participants said they never, rarely and sometimes feel uncomfortable and anxious when they are 

being at odds. This finding shows that most of the participants  use avoiding technique to manage 

their conflict.  

According to the results, accommodating is also one of the most frequently used interpersonal 

conflict management techniques. For the first question, 69.8% participants sometimes, often, and 

always try to meet the expectations of others. The responses of the second question, 70.9% of the 

participants sometimes, often and always try to accommodate the others wishes. For the last 

question, 85.8% of the participants sometimes, often and always pay price to keep the peace. 

The survey result shows that compromising is also the other technique that is used by most of the 

respondents in Gulele Bethel Mekane Yesus Church. According to the first question, 73.5% of 

the respondents sometimes, often and always try to negotiate and adopt a give-and-take approach 
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to problem situations. Based on the second question result, 81.4% of the members sometimes, 

often and always prefer to compromise when solving problems and just move on. The third 

question‟s result, 80.9% shows the participants sometimes, often and always break deadlocks and 

they would meet people halfway 

I explore issues with others so as to find solutions that meet everyone‟s needs, for this question 

73.4% respondents responded that they sometimes, often and always explore issues with others 

so as to find solutions that meet everyone‟s needs. For the second question asked about 

collaborating, when there is a disagreement, I gather as much information as I can and keep the 

lines of communication open. for this question  81.4% of the respondents sometimes, often and 

always gather information as they can and keep line  of communication open. For the last 

question, I try to see conflicts from both sides. What do I need? What does the other person need? 

What are the issues involved? 82.6% of the respondents sometimes, often and always try to see 

conflict from both side. 

The findings shows that most of the time participants employ competing, Avoiding, 

Accommodating, Compromising and Collaborating to manage conflicts which a rise in their 

interpersonal relations. The finding of the open-ended question shows similar results with the 

closed-ended questions.  

The finding also shows that they also use indirect conflict managing approach to manage their 

interpersonal conflict. Like, „altering scripts and myths‟, spiritual methods of giving love, asking 

forgiveness, showing God‟s love and prayer are used to solve conflicts which may occur in their 

interpersonal relations. 
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CHAPTER FIVE 

5.  SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter is divided into three main sections. The first section is the summary. The second 

section discusses conclusions of the researcher and the third section is about recommendations.  

5.1.SUMMARY 

In this study, attempts were made to find out the common types of interpersonal conflict, major 

causes of interpersonal conflict and management techniques of interpersonal conflict. Thus, the 

major purpose of this research was to study the common types of interpersonal conflict, major 

causes and managing techniques of interpersonal conflicts in the faith- based organizations.  

 The data were analyzed based on the following specific questions (raised in the statement of the 

problem): 

 Identifying the common types of interpersonal relationships conflicts existing in the 

particular faith based organization  

 Recognizing the main causes of conflict in Gulele Bethel Mekane Yesus Church  

 Considering the techniques that individuals use in this faith-based organization to manage 

conflict arising within interpersonal relations  

The study was conducted in Gulele Bethel Mekane Yesus Church. As indicated in chapter three, 

the sampled subjects were from one faith-based organization in Addis Ketema sub-city. Initially, 

the samples were 170 members of the faith-based organization, which were selected by cluster 

sampling technique. However, eight of the sampled subjects were excluded from the data analysis 

because of different reasons given in chapter three, and hence the analyses were made based on 
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data secured from the remaining 162 members of the faith-based organization. The researcher use  

questionnaire for the data collection, the questionnaire had closed- ended and open-ended items. 

After translating the questionnaire into Amharic, the researcher tried out instrument to see the 

reliability. The data obtained were analyzed using statistics tools such as frequency and 

percentage. Therefore, according to the results of the data analysis, the major findings of the 

study were the following.  

 It was observed in the study that there were cognitive conflict is the most frequent type of 

conflict in interpersonal relationship of Gulele Bethel Mekane Yesus Church members. 

 The study showed that most frequent causes of conflict between the members of the faith-

based organization are scarcity of resources, difference in attitudes, values or perceptions, 

fair share of limited resources, and poor communication.  Lack of clarity in roles and 

responsibilities, and the inter-dependence of leaders and groups members to one another 

are almost proportional causes of conflict. 

 The study result indicated that the techniques used to manage conflict in Gulele Bethel 

Mekane Yesus Church were competing, avoiding, accommodating, compromising and 

collaborating.  

 In addition to this, the church members used indirect conflict management techniques 

particularly, altering scripts and myths, such as prayer, forgiveness, giving love and 

showing God‟s love.  

5.2. CONCLUSIONS  

Based on the findings and views that have been expressed by various authorities and study 

findings, the following concluding remarks are made. Interpersonal conflicts have cognitive and 
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affective types of conflict. However, in Gulele Bethel Mekane Yesus Church most of the 

members were involved in cognitive type conflict.  

Conflict has its own causes: scarcity of resources, difference in attitudes, values or perceptions, 

fair share of limited resources, and poor communications are most common causes of 

interpersonal conflict in Gulele Bethel Mekane Yesus Church.  Lack of clarity in roles and 

responsibilities, and the inter-dependence of leaders and groups members to one another are 

almost proportional causes of conflict.  

Gulele Bethel Mekane Yesus Church members used the following interpersonal conflict 

management techniques: competing, avoiding, accommodating, compromising and collaborating. 

In addition to this, the church members used indirect conflict management techniques 

particularly, altering scripts and myths, such as prayer, forgiveness, giving love and showing 

God‟s love.  

5.3.RECOMMENDATIONS 

Based on the findings obtained and the conclusions made, the following suggestions are 

forwarded 

1. The research results showed that the most common type of conflict is cognitive type 

of conflict. It is recommended for the leaders to be wise and to have awarness on how 

to keep the outcomes of conflict functional. Because the members of the faith based 

organization are grouped, the leaders can over watch the conflict and can use for 

positive outcomes. This helps the organization experiences on developing clarification 

of ideas, improve problem-solving quality, increase involvement in different 
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activities, provide more spontaneity in communication, initiate growth, and strengthen 

a relationship and increase productivity of the members.  

2. For the proper management of conflict, the major causes of conflict should be 

recognized, conflict is most likely occur in interactions so identifying major causes 

helps to consider the effective conflict managing techniques and come with the best 

alternatives. 

3. Generally, to make the management of conflict concrete and more effective in sample 

faith-based organization, the following are suggested: the five major of the conflict 

management techniques were used by the members of the faith-based organization. 

This is may be without concerning the types, the causes and the best techniques of 

conflict. Therefore, the leaders can play a big role in giving orientation about types, 

causes of each types of conflict and handling techniques of each type of conflict, 

which may occur in their particular faith-based organization. In addition to that, the 

leaders can mange conflict before occurring in each clusters and can work little on this 

to bring constructive effects.  

4. Finally, the researcher recommends further research in this area; since this study is 

small survey and a mere attempt to explore rather than to generalize the findings to all 

aspects of conflict. 
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 APPENDICES 

Instruments of Data Collection 

 

Addis Ababa University 

School of Psychology 

Department of Social Psychology 

The purpose of this questionnaire is to study the types, causes and managing techniques of 

conflict in general in Gulele Bethel Mekane Yesus Church. Selected people will fill this 

questionnaire. Your opinions, ideas and experiences are valuable input for the completion of the 

research paper. Therefore, you are kindly requested to share your experiences and suggestions. 

The information we get from you will be confidential and used only for the research purpose only.  

Part One - Background information 

1. Sex:        1.1. Male                          1.2.  Female    

2. Age:        2.1. 18-30                           2.2.  31 and above    

3.  Level of education:      3.1. No formal education                   3.2. Primary level                    

3.3. Secondary level                   3.4. College diploma level                 

 3.5. Degree and above  
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Part Two  

Please put an „x‟ in the column that nearly reflects your answer using the following five scales s  

1 = Never ,   2 = Rarely,       3 = Sometimes ,    4 = Often ,       5 = Always  

No  Items  1 2 3 4 5 

Types of interpersonal conflict 

1 I argue with others about  how resources should be divided for individuals      

2 I blame others rather than trying to solve a problem.      

3 I distrust s when we participate in different activities or share ideas      

4 My concern is about who should be assigned to various roles      

5 When differences come into view, I think I am right and the other 

person is wrong. 

     

6 I  worry about how tasks should be performed       

Causes of interpersonal conflict 

7 

My attitudes, values and perception are different from the values 

attitudes and perceptions of others      

8 I appropriately perceive and interrelate with others      

9 My needs, motives and interest are compatible with others      

10 I have appropriate interpersonal interaction with others regarding 

various activities in the church 

     

11 Conflict arises between individuals due to competition on position      

12 My roles and responsibilities are clearly known      

13 The leaders and groups members are inter-dependent to one another       



 
 

92 
 

14 Information gets weakened or distorted as passed along the large 

number of individuals 

     

15 In their groups, members  give up agreeing in difference of opinion      

16 I achieve my input resource needs      

17 There is fair share of limited resources between individuals       

Causes of interpersonal conflict 

18 I explore issues with others so as to find solutions that meet 

everyone‟s needs. 

     

19 I try to negotiate and adopt a give-and-take approach to problem 

situations. 

     

20  I try to meet the expectations of others.       

21 I would argue my case and insist on the merits of my point of view.        

22 When there is a disagreement, I gather as much information as I can 

and keep the lines of communication open.  

     

23 When I find myself in an argument, I usually say very little and try to 

leave as soon as possible.  

     

24 I try to see conflicts from both sides. What do I need? What does the 

other person Need? What are the issues involved?  

     

25 I prefer to compromise when solving problems and just move on.       

26 I find conflicts challenging and exhilarating; I enjoy the battle of wits 

that usually follows. 

     

27 Being at odds with other people makes me feel uncomfortable and      
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anxious. 

28 I try to accommodate the wishes of my friends and family.       

29 I can figure out what needs to be done and I am usually right.       

30 To break deadlocks, I would meet people halfway.      

31 I may not get what I want but it‟s a small price to pay for keeping the 

peace. 

     

32 I avoid hard feelings by keeping my disagreements with others to 

myself. 

     

Open ended   

1. What kind of conflict occurs between individuals in your church? 

_______________________________________________________________________ 

2. Why do you think conflict occur between individuals? 

______________________________________________________________________ 

3. What conflict management techniques have you employed to manage differences, 

disagreements and conflicts, which you encountered in your stay in the church?  

      ______________________________________________________________________ 

 

Thank you for the cooperation and frankness 
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አዱስ አበባ ዩንቨርሲቲ 

ሳይኮልጂ ትምህርት ቤት 

ሶሻሌ ሳይኮልጂ ትምህርት ክፍሌ 

የጽሑፍ ቃሇ-መጠይቅ 

አጠቃሊይ አሊማ 

የዚህ ቃሇ መጠይቅ አሊማ በአጠቃሊይ በአንዴ ተቋም ስር ባለ ሰዎች መካከሌ የሚከሰቱ ሌዩነቶችን፣ አሇመግባባቶችንና 

ግጭቶችን አይነት፣ የሚከሰቱበትን ምክንያት እና የሚፈቱባቸዉን ስሌቶች ሇመሇየት የሚያሰችሌ መረጃ መሰብሰብ ነዉ፡፡ 

ይህ ጥናት ግቡን አንዱመታ የአርሶ አመሇካከት፣ ሀሳብና ሌምምዴ አስተማማኝ ግብኣት ስሇሆነ አመሇካከቶን፣ ሀሳቦንና 

ሌምድን በማካፈሌ  የበኩልትን አስተዋጽዖ ያዯርጉ ዘንዴ በትህትና እጠይቃሇሁ፡፡ ይህ ቃሇ መጠይቅ የሚውሇው ሇዚህ 

የጥናት ዓሊማ ብቻ ነው፡፡ ሇሚያዯርጉሌኝ ትብብር ከወዱሁ አመሰግናሇሁ፡፡ 

ክፍሌ አንዴ - አጠቃሊይ መረጃዎች 

ሇሚከተለት ዝርዝሮች እርሶን የሚመሇከት መረጃ በያዘው ሳጥን ውስጥ ‘X’ ምሌክት በማስቀመጥ መሌስዎን ይስጡ፡፡ 

1. ፆታ 

1.1. ወንዴ                                          2.1. ሴት 

2. እዴሜ 

2.1. 18-30                                         2.2. 31 ዓመትና ከዚያ በሊይ 

3. የትምህርት ዯረጃ 

3.1. መዯበኛ ትምህርት ያሌተማረ                 3.2. የመጀመሪያ ዯረጃ    

3.3. ሁሇተኛ ዯረጃ                            3.4. የኮላጅ ዱኘልማ 

3.4. ዴግሪና ከዚያ በሊይ 

ክፍሌ ሁሇት፡ ከተሰጡት አምስት አማራጮች ሇእርሶ መሌስ የበሇጠ የሚቀርበውን መርጠው በሰንጠረዡ ውስጥ ካለት 

ቁጥሮች ስር ‘X’ ምሌክት ያኑሩበት፡፡ 
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1. በፍጹም   2. እምብዛም    3. አንዲንዴ ጊዜ     4. በተዯጋጋሚ       5. ሁሌጊዜ 

ተ.ቁ ጉዲይ (አረፍተ ነገር) 
1 2 3 4 5 

የእርስ በእርስ ግጭት ዓይነቶች 

1. 
ስ ራዎ ች  እ ን ዴት  መሰ ራት  አ ለ ባ ቸው  የ ሚለ ው ነ ገ ር  ያ ሳ ስ በ ኛ ል ፡ ፡  

     

2 
ች ግ ር  ሲፈ ጠር  ች ግ ሩ ን  ከ መፍታት  ይል ቅ  ሰ ዎ ች ን  ለ ች ግ ሩ  ተጠያ ቂ  አ ደ ር ጋ ለ ሁ፡ ፡  

     

3 
ል ዩ ነ ቶ ች  ሲፈ ጠሩ  እ ኔ  ል ክ  እ ን ደ ሆን ኩኝ  እ ና  ሌሎች  እ ነ ደ ተ ሳ ሳ ቱ  አ ስ ባ ለ ሁ፡ ፡  

     

4 
ሀ ብት  ወይም መረ ጃ   መከ ፋፈ ል  ወይም ለ ሰ ዎ ች  መዳ ረ ስ  ባ ለ በ ት  መን ገ ድ  ከ ሌሎች  ጋ ር  

እ ከ ራከ ራለ ሁ፡ ፡  

     

5 የተሇያዩ ስራዎችን በምንሰራበት ወይም ሀሳቦችን በምንሇዋወጥበት ጊዜ ሰዎችን ማመን ይከብዯኛሌ፡፡ 
     

6 በተሇያዩ ሀሊፊነቶች ሊይ ማን መመዯብ አሇበት የሚሇው ነገር ያሳስበኛሌ፡፡ 
     

የእርስ በእርስ ግጭት ምክንያቶች 

7 የእኔ አመሇካከት፤ ሇነገሮች የምሰጠው እሴትና ነገሮችን የምገነዘብበት መንገዴ ከላልች ይሇያሌ፡፡ 
     

8 ነገሮችን በሚገባ እረዲሇሁ ከላልችም ጋር በሀሳብ እስማማሇሁ፡፡ 
     

9 የኔ ፍሊጎት ከላልች ሰዎች ፍሊጎት ጋር ተመሳሳይ ነው፡፡ 
     

10 በአካባቢዬ በሚዯረጉ እንቅስቃሴዎች ጥሩ የሆነ የእርስ በርስ ግንኙነት አሇኝ፡፡ 
     

11 

በግሇሰቦች መካከሌ የሚነሱ ግጭቶች ቦታ /ተሰሚነት፣ተቀባይነት/ ሇማግኘት በሚዯረግ ውዴዴር 

ምክንያት ነው ብዬ አስባሇሁ፡፡ 
     

12 የስራ ዴርሻዬንና ሀሊፊነቴን በግሌጽ አውቃሇሁ፡፡ 
     

13 የተሇያዩ ቡዴኖች ውስጥ ያለ አባሊትና መሪዎች በእርስ በርስ ግንኙነት የተዯጋገፉ ናቸው፡፡ 
     

14 መረጃዎች ከሰው ወዯ ሰው ሲተሊሇፉ ሉሳሳቱ ወይም ሉቀየሩ ይችሊለ፡፡ 
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15 ግሇሰቦች በቡዴናቸው በሚፈጠሩ የሀሳብ ሌዩነቶች እርስ በርስ አይስማሙም ፡፡ 
     

16 የሀብት ወይም የመረጃ ፍሊጎቴ ግብኣት ተሟሌቶሌኛሌ፡፡ 
     

17 በግሇሰቦች መካከሌ የውሱን የሀብቶች/ የመረጃዎች ክፍፍሌ ተመጣጣኝ ነው፡፡ 
     

የእርስ በእርስ ግጭት ማስወገጃ ዘዳዎች 

18 የአያንዲንደን ሰው ፍሊጎት ሇማሟሊት የተሇያዩ ጉዲዮች ሊይ መፍትሔዎችን በጋራ እፈሌጋሇሁ፡፡ 
     

19 ችግሮችን ሇመፍታት የመዯራዯርና የሰጥቶ የመቀበሌ መርህን እከተሊሇሁ፡፡ 
     

20 የላልችን ፍሊጎት ሇማሟሊት እሞክራሇሁ፡፡ 
     

21 የራሴን ጥቅም በሚመሇከቱ ጉዲዮች ሊይ መብቴን ሇማስከበር እሞክረራሇሁ፡፡ 
     

22 

አሇመግባባቶች ሲከሰቱ በተቻሇ መጠን ምክንያቱን ሇማወቅ እጥራሇሁ፡፡ ራሴንም ሇውይይት ዝግጁ 

አዯርጋሇሁ፡፡ 
     

23 

አሇመግባባት ሲገጥመኝ በተቻሇኝ መጠን ምንም ሊሇመናገር ወይም ጥቂት ነገር ብቻ ሇመናገር 

እሞክራሇሁ፡፡ 
     

24 

ግጭቶችን ከሁሇት አቅጣጫ ሇማየት እሞክራሇሁ፡፡ ምን አፈሌጋሇሁ? ላሊኛው ግሇሰብ ምን 

ይፍሌጋሌ? ሇግጭቱ መንስኤ የሆኑ ምክንቶች ምንዴን ናቸው? 
     

25 ችግሮችን በመዯራዯርን ሇመፍታት እሞክራሇሁ፡፡ 
     

26 

ሇኔ ግጭት አስቸጋሪ ቢሆንም ያነቃቃኛሌ፡፡ ግጭቱን ተከትሇው የሚፈጠሩት የቃሊት ጦርነቶች 

ያስዯስቱኛሌ፡፡ 
     

27 ከላልች የተሇየ ሀሳብ እና አመሇካከት ሲኖረኝ ዯስተኛ አይዯሇሁም፡፡ 
     

28 የቤተሰቦቼንና የጓዯኞቼን ፍሊጎት ሇማሟሊት እጥራሇሁ፡፡ 
     

29 

በቅዴሚያ የትኛው ፍሊጎት መሟሊት እንዲሇበት በማወቅ በኩሌ ሁሌጊዜም ትክክሌ ነኝ ብዬ 

አስባሇሁ፡፡ 
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30 

የራሴን ነገር በተወሰነ መጠን በመተው መስማማት የማይቻሌበትን ሀሳብ አሌፌ ከሰዎች ጋር 

ሇመስማማት እሞክራሇሁ፡፡ 
     

31 የምፈሌገው ነገር ባይሟሊሌኝ እንኳን ሰሊምን እመርጣሇሁ፡፡ 
     

32 ከሰዎች ጋር የሚፈጠሩ አሇመግባባቶችን በውስጥ ይዤ መጥፎ ስሜቶችን ሇማስወገዴ እጥራሇሁ፡፡ 
     

 

 

1. በቤተ ክርስቲያንሽ/ህ አካባቢ በግሇሰቦች መካከሌ ምን አይነት ግጭቶች/ አሇመግባባቶች ይከሰታለ? 

___________________________________________________________________________________________________________________________________ 

2. ግጭቶች በግሇሰቦች መካከሌ የሚከሰቱባቸው ምክንያቶች ምንዴን ናቸው ብሇው ያስባለ? 

_____________________________________________________________________________________________________________________________ ______ 

3. በቤተክርስቲያን ቆይታዎ ወቅት በግሇሰቦች መካከሌ የሚፈጠሩ ሌዩነቶችን፣ አሇመግባባቶችን እና ግጭቶችን ሇመፍታት 

ምን አይነት ዘዳ ይጠቀማለ? 

____________________________________________________________________________ 

 

ስሇትብብርዎና ስሇግሌጽነትዎ አመሰግናሇሁ፡፡ 
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