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I 



Abstract 

The objective of this study was to assess the causes of conflicts and the effects of conflict 

in the secondary school of Arada Sub-City. The study was conducted through descriptive survey 

research design and both qualitative and quantitative methods were employed to analyze data.  The 

study was carried out in six secondary schools of Arada Sub-City of Addis Ababa City 

Administration which were selected by availability sampling techniques. Data were collected by 

the researcher from 6Woreda education office head, 22 principals, all WEOH and principals were 

included in the sample and 162 teachers were selected through simple random sampling, using 

questionnaires and interview techniques. Data were analyzed using frequency count, percentages 

and reported in tables. The findings were that the cause of conflict was lateness to school and 

absenteeism from work, poor communication and inadequate teaching and learning materials as 

reported by the respondents. It was also found that the effects of conflicts decrease co-operative 

learning at school and reduce teachers‘ motivation. Based on the analysis of the data, the following 

conclusions were made: the cause of conflict between school principals and teachers were lateness 

to school and absenteeism from work, and poor communication, whereas the effects of conflicts 

decrease co-operative learning at school and reduce teachers‘ motivation.  As result, the 

recommendations forwarded were the school principals should try to find out the cause of conflicts 

in secondary schools and involve all the education stakeholders in the school in order to enhance 

discipline for effective conflict management strategies to be put in place. Moreover, awareness 

should be raised for principals and teachers related to effective conflict resolution at schools so that 

each one can be involved in the process.  
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CHAPTER ONE 

Introduction 

This chapter deals with background of the research, statement of the problem, objectives of the 

study, research questions, significance of the study ,delimitation of the study, definition of key 

terms and Organization of the study. 

 

1.1 The Research Background 

Education is the process through which knowledge is transmitted from one individual or section 

society to another individual or section. Education plays a significant role in sustainable socio-

economic and political development that lends itself to transformational advancement in a country. 

It also fosters citizens' acquiring knowledge, attitude and skills that capacitate their competence 

and realize the overall country's development.  The major actors of the school and the 

improvement of the students‘ performance are teachers and principals. 

 

Problem of our present day schools are too many and complex. One of these problems is the 

prevalence of conflict between high school principals and teachers. The principal by virtue of 

his/her position struggles for the uninterrupted functions of the school and to achieve   educational 

needs of students. He /she also has to with stand pressures being exerted on him/her from within 

and outside the school. 

 

 However, if leaders do not pay attention to the existing differences, to managing the 

competitiveness within the organization, we can notice a development of the individual and 

aggressive approaches that can create a climate of distrust and expectance (Horn, 2004). 

In this situation we can notice that the desire for collaboration is inhibited (Fullan, 2001) and the             

interactions among the organizational members decrease significantly. Producing and using the 

knowledge will take place mostly individually, or within small collectivities. Each side will 

manage its own intellectual assets and interaction with others will be treated skeptically and 

attentively, not to allow the others to access an important source of power. 

 



Conflict is a serious disagreement between people, organizations, or countries with opposing 

opinions.It also involves individual or group disagreements, struggles, disputes, quarrels, or even 

physical fighting and wars Aja(2009).  

 

 

It ranges from work issues of responsibility, power, authority, and ethics to interpersonal matters 

like misunderstandings, difference of opinion and poor communication between two persons 

(Salleh&Adulpakdee, 2012). 

 

It is clear that in the process of reconciling these problems for the smooth operation of schools, 

conflicts become inevitable. It is also interesting to note that conflicts are not always disruptive; 

they can also be a blessing in disguise in that they may help for the growth and development of the 

school. 

 

In most secondary schools in Arada Sub-City, much of the principal's time is spent addressing 

interpersonal conflicts among principals and teachers. Most conflicts in schools are addressed by 

using traditional grievance procedures, which rather than removing the conditions that caused the 

conflict, without compromise, leaves one party feeling shafted. This procedure can severely affect 

the interpersonal relationships in schools. Principal-teacher relationships vary greatly among 

schools and even among teachers at the same school. Furthermore, those relationships affected 

student achievement (Walsh, 2005).  It shows that Organizational behavior is positively related to 

organizational output. 

 

This paper was designed to investigate the major factors that contribute to conflict between 

principals and teachers in secondary schools in Arada Sub-City. The study identifies management 

strategies for resolving interpersonal conflict in school illustrates the destructive and productive 

aspects of conflict and explores the impact of conflict. Moreover,this paper discusses findings that 

will (a) Help principals to identify and manage the major conflicting factors within their schools, 

(b) Provide insights into ways of managing conflicts more constructively, and (c) Provide policy 

making considerations.  

Conflicts, which are destructive phenomena to be avoided according to traditional view, are 

positive forces and necessary for organizations today to continue their existences (Robbins and 



Judge, 2012). Conflicts are not desired and generate failure simply because they are not managed 

well and therefore generate negative results. Therefore, the focus should be on how to manage the 

process instead of how to define it as a concept. In other words, how conflicts are resolved, which 

approach should be used and where it should be used to manage conflicts are crucial. 

 

Conflict resolution involves the reduction, elimination, or termination of all forms and types of 

conflicts. Hence, conflict resolutiontends to use terms like negotiation, bargaining, mediation or 

arbitration. While conflict management is a method incorporated to facilitate a positive or at least 

an agreeable outcome. 

 

The single factor common to every change initiative is that relationships improve. If relationships 

improve, things get better. If they remain the same or get worse, ground is lost. Thus, school 

leaders must be consummate relationship builders with diverse people and groups-especially with 

people different than themselves. Effective leaders constantly foster purposeful interaction and 

problem solving, and are wary of easy consensus (Fullan, 2001). 

 Finally the study will therefore,  to find out  the major problems that generate conflict between 

high school principals and teachers in some selected governmental secondary schools Arada sub 

city in Addis Ababa city administration.  

1.2 Statement of the problem 

 Studies focusing on conflicts show that working with peoples in the organizations involves 

dealing with many different kinds of problems (Okotoni&Okotoni, 2003). Like organizations, the 

consequences of conflict between teachers and school leaders have been regrettable. Oboegbulem 

and Alfa (2013, p.91) pointed out that part of the outcome related with conflicts is disruption of 

academic programs, inadequate staffing due to unplanned transfers, hostility among staff members, 

suspicion and withdrawal from active participation in school activities. These problems affect 

professional work of the staff in a way that they are unable to concentrate as they are pre-occupied 

with other matters.  

 

 In teaching and learning process, individuals interact in order to realize educational objectives 

within schools, as such; there are various reasons for conflicts to occur within the schools. For 

example, a study by Msila (2012) on conflict management and leadership stated that majority of 



schools leaders lack understanding of their leadership roles. However, a study in Malaysia by 

Salleh (2013) identified insufficient resource such as finances and lack of facilities as well as 

heavy workload and dissatisfaction with management as some of the sources of conflicts. 

Similarly, a study by Uchendu (2013) conducted in Nigeria cited sources of conflicts as; 

inadequate facilities and funding, conflicts among staff members, personality factors, and role 

conflicts. 

 

Besides, the researchers also argued that highly ‗connected‘ teachers break school rules and 

regulations and absent themselves from school which makes school management a problem for 

leaders. The role of school leaders in conflict management and resolution is therefore central to 

effective and efficient organization of school management (Ramani&Zhimin, 2010). Since conflict 

is natural in any organization, the management must rationally deal with it so as to createways 

which maximize its benefits and minimize its dysfunctional consequences. To be able to develop a 

workable approach to conflict management, understanding the root causes of conflicts is therefore 

critical. This study was therefore designed to identify the main sources of conflict between 

teachers and school leaders, to determine the effects of conflict and which strategies are used by 

principals to manage and resolve such conflicts. 

 

The main reason to select this topic as research title is the researcher observes conflict between 

teacher and principal in many of the secondary schools around Arada sub city.  The researcher 

present one cases of conflict that occurs in Agazian secondary school, the principal create 

disagreements with one of the teacher in the school,then the principal call to the police and the 

teacher was arrested for one day.  

 

 There are a lot of researches  conducted around  conflict between principals and teachers  for 

instance Tesfay(2002) A study of factors that generate conflict between government secondary 

school teachers and educational managers in Addis Ababa Administrative region. 

Engdawork(2017) had undertaken study onConflict Management and Resolution Strategies 

between Teachers and School Leaders in Primary Schools of Wolaita Zone, Ethiopiaand so on. 

Those researches were more focusing on investigate various strategies used to manage and resolve 

conflict. 

 

http://scholarlypages.org/Articles/anthropology/iap-2-009.php?jid=anthropology
http://scholarlypages.org/Articles/anthropology/iap-2-009.php?jid=anthropology


While these research were necessary to fill the gaps.  The above researches try to identifying many 

conflict generating causes, but in this study due attention was given to the major one and leaders 

should give more emphasis to this major causes of conflict and how much principals using 

strategies to manage and resolve such conflicts effectively.  

 

The purpose of this study is therefore; to examine the major problems that bring about conflicts 

between school principals and teachers, with particular reference to some selected secondary 

schools in Arada sub city of Addis Ababa.  

 Thus, the researcher will investigate and tried to answer the following basic questions: 

1) What are the cause of conflictbetween school principals and teachers? 

2) What are the effects of conflicts? 

3) How are principals using conflict management strategies to mange conflict 

effectively? 

1.3. Objectives of the Study 

1.3.1. General Objective 

The general objective of this study is to investigate the cause of conflict between secondaryschools 

principals and teachers in the Arada Sub-City of Addis Ababa Administration.  

1.3.2Specific Objectives 

 The study has the following specific objectives  

 To identify  the  cause  of conflict between principals and teachers 

 To indicate the effects of conflicts. 

 To indicate the extent of principal using conflict management strategies to manage conflict. 

1.4 Significance of the Study 

The study is intended to be broad spectrum in nature. It is expected to come up with possible 

explanation of the major sources of conflicts in schools as learning and work places. It will also 

establish possible preventive conflict management approaches that are so essential and could be 

applied in resolving conflicts which arise in the school environment. 

 



 

 Thus,   this study is supposed to be important for the following reasons:- 

1) It may help to know  the causes of  conflicts, what to do with conflicts and how to 

handle them 

2) It will help school leaders to be conscious of their drawbacks and of the major 

problems they face so that may find ways and means to alleviate them. 

3) It will make educational leaders to be aware of the prevalence of the problems 

identified and prepare to challenge them. 

4) It is expected to create awareness among members of secondary schools to take 

individual responsibility; educational policy makers and planners to pay more 

attention to school conflict management problems. That makes the problem 

significant to be studied. 

1.5 Delimitation of the study 

The researcher assumes the problem is not confined only to the selected government secondary 

schools in Arada Sub-City of Addis Ababa City Administration. It could also affect other 

secondary schools in the whole country. However, the study will be delimited to six selected 

government secondary schools in Arada Sub-City of Addis Ababa. 

1.6 Limitation of the study 

There are a number of limitations of the present study that need to be acknowledged. 

 Due to time and financial limitations, the researcher had to be limited only to the Arada 

Sub-City of the above mentioned schools.  

  To distribute questioner there was the delay of time because it was summer time most 

principals and all teachers are in annual leave and summer up grading in service program 

so that it was difficult to get them. However, the researcher waited until the teachers back 

to school and then, conducted the questioner. 

 The other limitation was that some of the Woreda education office heads(WEOH) were 

busy in engaging in various meetings, it was not easy to get them for an interview. 

However, the researcher tolerated the problems and repeatedly communicated with them 

going to Woreda Education Office and conducted the interviews and attempted to make the 

study as complete as possible. 



1.7   Operational Definitions of key terms 

The researcher tries to use the definition of the following terms according to the context utilized. 

Conflict: -Conflict is a serious disagreement between people, organizations, with opposing 

opinions or due to diverse interest. It also involves individual or group disagreements and disputes.

  

School:-is a unique institution in which teaching-learning activity takes place. 

Principal:-is the teacher with the greatest responsibility for the managements of a school. 

Leadership: -leadership as a position or function of a leader, a person who guides or directs a 

group and an organization to achieve the pre - determine goal. 

Teacher:-is a person who imparting knowledge, skill and attitude to the learner especially in 

school. 

1.8 Organization of the study 

The study is organized into five chapters. Chapter one introduced the study by giving the 

background information, statement of the problem, objectives, and significance of the study, 

delimitation, limitation of the study and operational definition of key terms. Chapter two is deals 

with the review of relevant literature on the research problem. Chapter three is discussed the 

research methodology adopted for the study and relevant justifications. It outlines the methodology 

for carrying out the primary data collections. Chapter four analyses,  presentation and 

interpretation of data. Chapter five presents summary and conclusions that were  draw from the 

research findings and recommendations. 

 

 

 

 



CHAPTER TWO 

Related Review Literature 
This section reviews and examines briefly some literature on relevant scholarly work. 

2.1 The nature of organizational conflict 
A school is an organization of a social system in which people who are to interact with each other 

and who are prepared to put force and a unified effort in pursuit of a common goal. Education 

provides a unique leadership and management challenge because it is geared to the development of 

human potential. Schools and colleges should be ‗people centered‘ because children and young 

people are at the heart of their ‗business‘. Just as good teachers value the children and students for 

whom they are responsible, so institutional leaders should value all staff who works in the school 

or college. Consideration for adults is just as important as care for children if schools are to be 

genuine learning organizations (Bush,2005). 

Tesfay,(2002) writes on the nature of conflict in school organizations. Conflict in school 

organizations has been a common phenomenon for a long period of time. When people interact 

with one another, it is natural for conflicts to occur. It received different degree of emphasis from 

social scientists during various periods of history. Thus, the phenomena related to conflict have 

been deeply studied by philosophers, sociologists, economists, political scientists, anthropologists, 

and psychologists. 

Before going any further, let us first give a brief description of what conflict is. There are actually 

a lot of ways to define conflict due to how it is used in many areas. Hence, to keep it simple for the 

layman, conflict pertains to the opposing ideas and actions of different entities, thus resulting in an 

antagonistic state. Conflict is an inevitable part of life. Each of us possesses our own opinions, 

ideas and sets of beliefs. We have our own ways of looking at things and we act according to what 

we think is proper. Hence, we often find ourselves in conflict in different scenarios; may it involve 

other individuals, groups of people, or a struggle within our own selves. Consequently, conflict 

influences our actions and decisions in one way or in another. 

Hocker (2011) described conflict as a struggle over perceived incompatible differences in beliefs 

between two or more interdependent individuals. This may include differences in values, desires 

for esteem, control, and correctness.  



 

Adulpakdee (2012) stated that the term conflicts originated from the word configure which means 

to strike together. For Hartwick(2002) conflicts may be dyadic, or involve various parties.Ghaffar 

(2010) sees conflict as an important and inevitable human phenomenon emanating wherever 

diverse interests exist. Dowd,(2006) assert that conflict is a fact of life in an organization. We now 

live in an age of conflicts, which is fuelled by an increase in worker assertiveness in demanding 

their rights in the form of organizational perks, privileges, status, recognition, salary, benefits, 

autonomy, and decision-making opportunities.  

In the context of organizations, conflict may be defined as a process in which one party believes 

that another party has taken or will take actions that are incompatible with his or her own interests. 

As you might imagine, conflict occurs quite commonly in organizations. In fact, about 20 percent 

of managers' time is spent dealing with conflict and its effects. Considering this, it makes sense to 

examine the causes and consequences of conflict, and ways to effectively manage conflict that 

occurs in the workplace. Delta Publishing Company, (2006)   

Conflict is described in Aja, (2013, p. 2009) as ―an opposition or competition between two or more 

forces arising either from the pursuit of incompatible goals or a class of rival opinions.‖ On their 

part, Oboegbulem and Alfa (2013, p.91) view conflict as ―a struggle over values or claims to 

status, power, and scarce resources in which the aims of the conflicting parties are not only to gain 

the desired values, but also to neutralize, injure or eliminate the rivals or the competitor. 

2.1.1Types of conflict 

Ramani and Zhimin (2010) classified Conflict   into the following four types: 

 Interpersonal conflict refers to a conflict between two individuals. This occurs 

typically due to how people are different from one another. We have varied 

personalities which usually results to incompatible choices and opinions. Apparently, it 

is a natural occurrence which can eventually help in personal growth or developing 

your relationships with others. In addition, coming up with adjustments is necessary for 

managing this type of conflict. However, when interpersonal conflict gets too 

destructive, calling in a mediator would help so as to have it resolved. 

 



 Intrapersonal conflict occurs within an individual. The experience takes place in the 

person‘s mind. Hence, it is a type of conflict that is psychological involving the 

individual‘s thoughts, values, principles and emotions. Intrapersonal conflict may come 

in different scales, from the simpler mundane ones like deciding whether or not to go 

organic for lunch to ones that can affect major decisions such as choosing a career path. 

Furthermore, this type of conflict can be quite difficult to handle if you find it hard to 

decipher your inner struggles. It leads to restlessness and uneasiness, or can even cause 

depression. In such occasions, it would be best to seek a way to let go of the anxiety 

through communicating with other people. Eventually, when you find yourself out of 

the situation, you can become more empowered as a person. Thus, the experience 

evoked a positive change which will help you in your own personal growth. 

 Intragroup conflict is a type of conflict that happens among individuals within a team. 

The incompatibilities and misunderstandings among these individuals lead to an 

intragroup conflict. It is arises from interpersonal disagreements (e.g. team members 

have different personalities which may lead to tension) or differences in views and 

ideas (e.g. in a presentation, members of the team might find the notions presented by 

the one presiding to be erroneous due to their differences in opinion). Within a team, 

conflict can be helpful in coming up with decisions which will eventually allow them to 

reach their objectives as a team. However, if the degree of conflict disrupts harmony 

among the members, then some serious guidance from a different party will be needed 

for it to be settled. 

 

 Intergroup conflict takes place when a misunderstanding arises among different teams 

within an organization. For instance, the sales department of an organization can come 

in conflict with the customer support department. This is due to the varied sets of goals 

and interests of these different groups. In addition, competition also contributes for 

intergroup conflict to arise. There are other factors which fuel this type of conflict. 

Some of these factors may include a rivalry in resources or the boundaries set by a 

group to others which establishes their own identity as a team. 

 



According to different writers (Ghaffar, 2010) and BarkiandHartwick (2002) Interpersonal 

conflicts may be further classified in the following ways:  

 Affective Conflicts: Occur where negative emotional, social and psychological 

feelings cause interpersonal clashes between group members (Ghaffar, 2010).  

 Substantive Conflicts:  defined as differences in ideas and opinions among 

members of a group in relation to similar tasks being performed(Ghaffar, 2010). 

 Conflict of Interest: This type of conflict originates when there is similar 

understanding of a situation by each party, however, the route of the solution to the 

problem is viewed through different lens (Ghaffar, 2010).  

 Conflict of Values: This is caused by a difference in values, perceptions or 

ideologies on certain issues between two social issues (Ghaffar, 2010).  

 Goal Conflict: This is an inconsistency occurring when two social entities are 

different in a preferred outcome. BarkiandHartwick (2002) lamented that there may 

be a ―one sidedness‖ in the totality of the outcome.  

 Realistic versus Nonrealistic Conflict: This conflict is said to emanate from 

disagreements, which are goal oriented and is not concerned with group or 

organization. Hence, an end within itself.  (Ghaffar, 2010). 

2.2 The major conflict generating sources between school principals and 

teachers 

The conflicts we face in organizations may be viewed as stemming from a variety of 

causes,including both our interactions with other people and with the organization itself. Conflict 

triggers include ambiguous jurisdictions (unclear job boundaries); competition for scarce 

resources; status differentials; time pressures; personality clashes; unreasonable standards or rules; 

communication breakdowns; and unrealized expectations.  

Here are just a few of the most common sources of organizational conflict according to 

BarkiandHartwick (2002). 

 Grudges. All too often, conflict is caused when people who have lost face in dealing 

withsomeone attempt to "get even" with that person by planning some form of revenge. 

Employeesinvolved in this kind of activity are not only going out of their way to harm one 



of their coworkers, but by holding a grudge, they are wasting energy that could be devoted 

to moreproductive organizational endeavors. 

 

 Malevolent Attributions. Why did someone do something that hurt us? To the extent that 

webelieve we are harmed by an individual's malevolent motives (e.g., the desire to hurt us), 

conflict is inevitable. However, whenever we believe that we suffered harm because of 

factors outsidesomeone's control (e.g., an accident), conflict is less likely to occur. As you 

might imagine, it canbe problematic if we falsely attribute the harm we suffer to another's 

negative intent when, inreality, that person's behavior was caused by external factors. 

 Destructive Criticism. Communicating negative feedback in organizations is inevitable. 

All toooften, however, this process arouses unnecessary conflict. The problem is that some 

people makethe mistake of using destructive criticism—that is, negative feedback that 

angers the recipientrather than helps this person do a better job. The most effective 

managers attempt to avoid conflict by using constructive criticism instead—that is, 

criticism that can be used effectively by the recipient to improve his or her performance. 

 Distrust. The more strongly people suspect that some other individual or group is out to 

get them, the more likely they are to have a relationship with that person or group that is 

riddled withconflict. In general, companies that are considered great places in which to 

work are characterized by high levels of trust between people at all levels. 

 Competition over Scarce Resources. Because organizations never have unlimited 

resources (such as space, money, equipment, or personnel), it is inevitable that conflicts 

will arise over thedistribution of those resources. This occurs in large part because of a self-

serving tendency inpeople's perceptions—that is, people tend to overestimate their own 

contributions to their organizations. Believing that we have made greater contributions than 

others leads us to feel more deserving of valued resources than they are inevitably, conflict 

results when the others involved do not see it this way. Expanding the pool of scarce 

resources permits both managers to achieve their objectives without having to give up 

anything of value. Thus, each side wins. 

At schools conflicts may be experienced in many issues such as distribution of work among 

personnel, financial resources, in and out of class teaching activities and practices, rewards, 

punishment, assessment practices, use of power-authority, being late for class, leave of absences, 

political views, negative personal attitudes, passing grade levels and scoring system, issues 



regarding the legislation, student behaviors, dress code, assignments and placements for staff and 

distribution of resources (Karip, 2000). 

 

BarkiandHartwick (2002) assert the Causes of interpersonal Conflicts between Principals and 

teachers in Secondary Schools are stating that individuals and groups possess insuppressible needs 

for identity, dignity, equity, participation in decisions that affect them. Lack of such fundamental 

needs in the organization can give rise to interpersonal conflicts in schools.  

Hartwick and Barki(2002) cited Gray and Stark who suggested several sources of interpersonal 

conflicts. These are: (a) limited resources, (b) interdependent work activities, (c) differentiation of 

activities, (d) communication problems, (e) differences in perceptions, and (f) the environment of 

the organization. They suggest that individual differences, unclear authority, difference in attitude, 

task symmetries, and differences in time horizons are contributing factors to interpersonal 

conflicts. As cited inBarki and Hartwick(2002),identified control over resources, preferences and 

nuisances, values, beliefs, and the nature of relationships between parties as sources of 

interpersonal conflicts. 

Ramini and Zhimin (2010) provided an exhaustive list of causes of conflicts between teachers and 

principals that include: 

 Imposition of strict deadlines for various activities,Differences in perceptions on management of 

certain issues in the school, Dictatorial tendencies on the part of school administrators,Poor 

physical working conditions, lack of administrative support in provision of learning aids as well as 

psycho-social support and lack of communication to teachers when they are in need,Where 

administrators use school resources for personal selfish gains,Inability to perform tasks assigned 

on time ,Unauthorized absenteeism , Tribalism ,Setting unrealistic targets for teachers .Setting 

goals that are not specific, Engaging teachers in ―crash programs‖ where they have to cover wide 

sections of syllabus in a short time, Laxity in implementation of school policies and laxity among 

teachers and Unreasonable demands by school administration and favoritism. 

According to (Engdawork, 2017) the sources of conflict were categorized into three groups, 

namely: institutional, work, and leadership related conflicts. 

 



2.2.1. Institution related causes of conflict include:- 
 

Some of institutional related causes of conflict are lack of provision of resources on time, Unwise 

use and unfair allocation of resources, lack of adequate funding, Poor infrastructure in school 

compound, inadequate reference books, shortage and unfair allocation of resources, Un-conducive 

work environment and none existence of recreation centers, inadequate teaching and learning 

materials are some of institutional related cause of conflicts. 

2.2.2Work related causes of conflict include:- 
 

Some of work related causes of conflict are lack of preparation of lesson plans, low achievement of 

school plan, lateness to school and absenteeism from work, lack of trust and co-operation among 

school members, misunderstanding of educational policies, lack of teaching professional 

competency, overload of work, unfair scheduling of time table, teachers‘ dissatisfaction with work, 

poor accountability and responsibility, lack of rewards systems, absence of tolerance among 

workers, poor implementation of educational policies and lack of skill training are some of work 

related cause of conflicts. 

2.2.3 Leadership related causes of conflict:- 
Some of leadership related causes of conflict are the following:- False reports from leaders, lack of 

implementation of school rules and regulation, poor communication, inferiority complex, lack of 

commitment of school management committee, misunderstanding, gossip being dishonest, and 

disrespect, misinterpretation of rules and regulation, false report about teachers, Lack of school 

leadership competences, absence of participatory decision making, autocratic rule and lacks of 

openness in school activities, unfair selection of teachers for training, lack of leadership skills, lack 

of confidentiality, Unfair allocation of leadership positions and lack of understanding of rules and 

regulations are some of leadership related cause of conflicts. 

 

 

 
 



2.3 The effects of conflict 
 

 Unmanaged conflicts may lead to non-productive results in the schools. Ramani and Zhimin 

(2010) pointed out that successful conflict resolution involves listening and providing 

opportunities to address the needs of all parties, and adequately addressing their interests to find a 

win-win outcome for the parties involved. Ramani and Zhimin (2010) stated that in case of 

schools, clear-cut policies and mechanisms ought to exist to provide guidance on how to resolve 

conflicts. However, numerous regulatory mechanisms have been developed such as; negotiation, 

collective bargaining, and mediation to resolve disputes in schools (Mapolisa&Tshabalala, 2013; 

Ramani&Zhimin, 2010). Based on literature, a number of factors may create conflict between 

teachers and school leaders and if not addressed they may lead to low school performance, 

absenteeism, under achievement of school plans, unfavorable work environment and mistrust 

among workers. 

2.3.1 The positive and negative consequences of conflict 

According to the book of understanding and managing organizational behavior publishing  by 

Delta publishing company(2006) explain the consequences of conflict as follows:- 

Consequences of Conflict: Both Good and Bad. The word "conflict" doubtlessly brings to mind 

negative images—thoughts of anger and confrontation. Indeed, there is no denying the many 

negative effects of conflict. But conflict has a positive side as well. The integrationists view is that 

conflict may be constructive as well as destructive because it encourages self-criticism, creativity, 

and necessary change. Accordingly, managers may decide to stimulate controlled conflict. 

Techniques for this purpose may include ambiguous or threatening communications; hiring 

outsiders with different values, managerial styles, attitudes, and backgrounds; designating an 

individual to argue against the majority opinions of the group; and restructuring the organization to 

disrupt the status quo. We will identify the many consequences of conflict in organizations, both 

positive and negative. 

 General Negative Consequences of Conflict. The major problem with conflict, as you 

know from experience, is that it yields strong negative emotions. However, these emotional 

reactions mark only the beginning of a chain of reactions that can have harmful effects in 

organizations. The negative reactions, besides being quite stressful, are problematic in that 



they may divert people's attention from the task at hand. For example people who are 

focused on getting even with a co-worker and making him look bad in front of others are 

unlikely to be attending to the most important aspect of their jobs. In particular, 

communication between individuals or teams may be so adversely affected that any 

coordination of effort between them is compromised. Not surprisingly, such lowered 

coordination tends to lead to decrements in organizational functioning. In short, 

organizational conflict may have costly effects on organizational performance. 

 Extreme Negative Consequences: Workplace Aggression. All too often our newspapers 

are full of stories of ex-employees who went berserk and returned to the workplace to 

murder their former bosses and co-workers. In fact, each week for an average of 15 people 

are murdered at work in the United States. Although such acts of violence grab our 

attention, they are but the tip of the iceberg. 

In fact, such violent acts are merely one form of more general reaction to conflict known as 

workplace aggression. This term refers to acts of harming other people in one's organization or the 

organization itself. This can take many dramatic forms that fall short of all-out violence. For 

example, workplace aggression may include a wide range of behaviors, such as stealing from the 

company, bringing a lawsuit against the company, sabotaging an associate's work, or even saying 

negative things about someone else or the company itself? In short, although some of these 

behaviors are more destructive than others, these are all extremely negative ways in which people 

sometimes respond to conflicts that they become involved in. 

This is a key point: By recognizing that such aggressive behaviors may be the result of workplace 

conflicts, the stage is set for managing conflict so as to eliminate—or at least, reduce these 

behaviors. If instead, managers were to believe that people are prone to aggression primarily 

because of reasons that lie outside their control (e.g., "that's just the way some people are"), they 

would be unlikely to acknowledge the possibility that they could do anything about it (or even that 

they may have contributed to it!). Although some people may be more inclined toward behaving 

aggressively than others, managers are in a good position to trigger or to discourage these reactions 

by virtue of the way they manage conflict. 

 Positive Consequences of Conflict. Have you ever worked on a team project and found 

that you disagreed with someone on a key matter? If so, how did you react? Hopefully not 

by sabotaging that person's work or acting aggressively and in fact, the conflict may have 



even brought the two of you to the table to have a productive discussion about the matter at 

hand. As a result of this discussion you even may have improved relations between the two 

of you and the quality of the decisions that resulted from your joint efforts. If you can relate 

to this scenario, then you already recognize an important fact about organizational 

conflict—that some of its effects are positive. Specifically, organizational conflict can be 

the source of several benefits. Among these are the following. 

Conflict may improve the quality of organizational decisions (as in the above example).Conflict 

may bring out into the open problems that previously have been ignored or avoided. Conflict may 

motivate people to appreciate each others' positions more fully. 

Conflict may encourage people to consider new ideas, thereby facilitating change. In view of these 

positive effects of conflict, the key is to make sure that the benefits outweigh the costs. It is with 

this goal in mind that managers work so diligently to effectively control organizational conflict. 

We will now examine some of the ways to go about doing this. 

Therefore, Conflict situations should be either resolved or used beneficially. Conflicts can have 

positive or negative effects for the organization, depending upon the environment created by the 

manager as she or he manages and regulates the conflict situation. 

According to (Tsabalala&Mapolisa, 2013) the positive and the negative consequence of conflicts 

are shown below: 

Positive consequences Negative Consequences 

-Leads to new ideas or approaches                 -Diverts energy from work 

-Improves quality of decisions   -Breed‘s discontent 

-Medium to air and release tension,                   -Reduces communication 

-Stimulate creativity and innovation                 -Threat to psychological well-being 

-Environment of self evaluation and change    -Wastage of resources 

-Promotes organizational vitality                    -Creates a negative climate 

-Helps individuals and group to develop           - Increased hostility and aggressive behavior 



According to (Tara Bahadur Thapa,2015) the effects of conflicts in teaching learning process have 

been presented as follows: 

I. Lack of co-operative learning: It was observed that in a conflicting situation, teachers and head 

teacher lost trust among each other. They did not have respect to other teacher and they did not 

believe that school head made fair judgment. One respondent teacher has said: ―Nowadays, almost 

all of the teachers 

II. Development of frustration: It was found that individual teachers had their own drives, 

motives, goals, or expectation from the schools. They were frustrated because they did not fulfill 

their interests from the school. For instance, during the course of interview one respondent teacher 

said, ‗I have seen that there is always conflict in school. I have devoted my whole life in school, I 

am working in school as a teacher, but I have not recognized yet at least by a single prize. Neither I 

do have a chance to organize and manage school.‘ This experience showed that there were 

conflicts in distributing the rewards. They were often faced conflict in school while organizing 

teaching learning activities. Thus, they had no interest to their jobs, to the change and innovation 

of school those eventually hamper the teaching learning process. 

III. Lack of professional motivation: When teachers working in a conflicting situation, they may 

lose professional motivation. In such situation, teachers had to face problems with the teachers 

themselves, with the head teacher and with the community as well. It was observed that due to 

conflict in schools, the teaching profession was becoming problematic. The profession itself has 

been devaluated in the society and teaching job is being more reutilized and stressful. Different 

types of educational conflicts in school have negative consequences due to the development of 

culture of individualism in teaching among the teachers; the sluggish environment because of 

teacher–teacher and teacher- head teacher conflict in school, there was a crisis of confidence 

within the school community. They had problems to establish close relationships among each 

other. Poor teaching techniques make teacher feeble to give quality knowledge, Teachers are 

supposed to be the guide and adviser for students who show the right paths. 

 

 



2.4 How far principals using conflict management strategies to mange 

conflict effectively? 
 

Conflict management is the process of limiting the negative aspects of conflict while increasing the 

positive aspects of conflict. The aim of conflict management is to enhance learning and group 

outcomes, including effectiveness or performance in an organizational setting. Properly managed 

conflict can improve group outcomes. Schools are prone to conflicts, where all role-players are 

aware of their rights. School-based conflict can be ignited by a number of aspects. Yet school 

principals as managers, are expected to be able to creatively address conflicts in their schools.  

Conflicts, which are destructive phenomena to be avoided according to traditional view, While 

(Robbins and Judge, 2012) indicates that conflict are positive forces and necessary for 

organizations today to continue their existences. Conflicts are not desired and generate failure 

simply because they are not managed well and therefore generate negative results. Therefore, the 

focus should be on how to manage the process instead of how to define it as a concept. In other 

words, how conflicts are resolved, which approach should be used and where it should be used to 

manage conflicts are crucial.  

2.4.1 Conflict Management Strategies Used to Address Conflicts in 

Secondary Schools 
The management and resolution of conflict in educational settings requires strategies that promote 

the amicable handling of disputes cooperatively, constructively and successfully in addition to 

traditional disciplinary procedures. Ghaffar (2010) cited who stated that when conflicts are 

resolved constructively, certain characteristic features result in an outcome: (a) All disputants are 

satisfied, (b) Relationship between disputants is improved, and (c) The disputants' ability to 

resolve future conflicts constructively is improved. According to Ghaffar, though there existsa 

plethora of conflict management styles, a collaborative approach gives a higher probability of 

protecting the relationship.  

Tesfay (2002) citing Ramini(2010)described five styles for managing interpersonal conflicts. 

Included are: Avoiding, accommodating, competing, compromising, and collaborating.  

 

 

 

 



1. Competition(Win-lose strategy) 

Competition is a win-or-lose style of handling conflicts. It is asserting one's one viewpoint at the 

potential expense of another. Competing or forcing has high concern for personal goals and low 

concern for relationships. It is appropriate in dealing with conflicts which have no disagreements. 

It is also useful when unpopular but necessary decisions are to be made. 

It involves a situation in which one person wins while the other suffers from the humiliation of 

losing. This strategy gives very little credence to compromise but situations where bosses may take 

advantage of personal dominance, rule by majority and even extreme cases of rule by powerful 

minority may be used as a strategy for managing interpersonal conflicts (Ramini,2010). 

2. Compromising(Lose-lose strategy) 

It is a conflict management style in which a "compromising" technique is used where everyone 

gains minimally, but loses largely by compromising standards, qualities, and other important 

values. Compromise is a common way of dealing with conflicts, particularly when the conflicting 

parties have relatively equal power and mutually independent goals. It is based on the belief that a 

middle route should be found to resolve the conflict situation, with concern for personal goals as 

well as relationships. In the process of compromise, there are gains and losses for each conflicting 

party. This occurs where each party sacrifices something to reach an amicable solution. This style 

as the give-and-take approach involving moderate concern for each party(Ramini,2010). 

 

3. Collaboration(The Win-win strategy) 

Collaboration aims at finding some solution that can satisfy the conflicting parties. It is based on a 

willingness to accept as valid the interests of the other party whilst protecting one's own interests. 

Disagreement is addressed openly and alternatives are discussed to arrive at the best solution. This 

method therefore involves high cooperation and low confrontation. Collaboration is applicable 

when both parties desire to solve the problem and are willing to work together toward a mutually 

acceptable solution. Collaboration is the best method of handling conflicts, as it strives to satisfy 

the needs of both parties. It is integrative and has high concern for personal goals as well as 

relationship (Ramini,2010).  

Supporters of this strategy believe that everybody can win and nobody has to lose. Components of 

this strategy include realistic goal-oriented, problem-solving activities which result in decisions by 

consensus. Tesfay (2002) suggests that when people utilize this strategy, they tend to be problem-



centered rather than ego-centered and "carry out transparent and honest transactions with each 

other while focusing on goals and using an integrative strategy so that both parties stand to gain". 

Based on the information given on this strategy, the win-win strategy appears to be the most 

effective strategy in addressing conflicts since it mediates for both parties. 

4. Avoiding 

Avoidance is based on the belief that conflict is evil, unwanted or boorish. It should be delayed or 

ignored. Avoidance strategy has low cooperation and low confrontation. It is useful either when 

conflicts are insignificant or when the other party is unyielding because of rigid attitudes. By 

avoiding direct confrontation, parties in conflict get time to cool down. This involves remaining 

neutral and impartial in a conflict situation. However, this strategy may appear unappealing to 

teachers who may believe that the administrator is insensitive (Ramini,2010).  

5. Accommodation 

Accommodation involves high cooperation and low confrontation. It plays down differences and 

stresses commonalities. Accommodating can be a good strategy when one party accepts that it is 

wrong and has a lot to lose and little to gain. Consequently, they are willing to accommodate the 

wishes of the other party (Ramini,2010). 

 

Tesfay (2002) considers problem solving as a scientific approach which establishes the realization 

that a problem exists; then collects facts pertaining to it, and classifies the information; establishes 

one or more hypothetic solutions then selects each solution and assesses its feasibility. 

According to the book of understanding and managing organizational behavior publishing  by 

Delta publishing company (2006) explain  other  Conflict management techniques  as follows:- 

Several techniques are widely used to manage organizational conflict. We will now review the two 

most popular ones—bargaining and third-party intervention. 

A. Bargaining. When conflicts arise between individuals, groups, or even entire 

organizations, the most common way to resolve them is to negotiate a solution that is 

acceptable to all the parties involved. This process is known as bargaining. Formally, we 

define bargaining as the process in which two or more parties in dispute with each other 

exchange offers, counteroffers, and concessions in an attempt to find a mutually acceptable 

agreement. Obviously, bargaining does not work when the parties rigidly adhere to their 

positions without budging, or "stick to their guns."  



For bargaining to be effective, the parties involved must be willing to adjust their stances 

on the issues at hand. And, for the people involved to be willing to make such adjustments, 

they must believe that they have found an acceptable outcome—one that allows them to 

claim victory in the negotiation process. For bargaining to be most effective in reducing 

conflict, this must be the case for all sides. That is, outcomes must be found for all sides 

that allow them to believe that they have "won" the negotiation process—results known as 

win -win solutions. Several effective ways of finding such win-win solutions may be 

identified. 

1. Avoid making unreasonable offers. Imagine that a friend of yours is selling a used car with an 

asking price of $10,000—the cars‘ established "book value." If you were to attempt to "low ball"  

the seller by offering only $1,000, your bad-faith offer might end the negotiations right there. A 

serious buyer would offer a more reasonable price, say $9,000—one that would allow both the 

buyer and the seller to come out ahead in the deal. In short, extreme offers tend to anger one's 

opponents, sometimes ending the negotiation process on a sour note, allowing none of the parties 

to get what they want. 

 

2. Seek common ground. All too often, people in conflict with others assume that their interests 

and those of the other party are completely incompatible. When this occurs, they tend to overlook 

the fact that they actually might have several areas of interest in common. When parties focus on 

possible areas of agreement between them, it helps bring them together on the areas of 

disagreement. So, for example, in negotiating the deal for purchasing the used car, you might 

establish the fact that you agree to the selling price of $9,000. This verifies that the interests of the 

buyer and the seller are not completely incompatible, thereby encouraging them to find a solution 

to the area in which they disagree, such as a payment schedule. In contrast, if either party believed 

that they were completely far apart on all aspects of the deal, they would be less likely to negotiate 

a win-win solution. 

 

3. Broaden the scope of issues considered. Sometimes, parties bargaining with each other have 

several issues on the table. When this occurs, it often is useful to consider the various issues 

together as a total package. Labor unions often do this in negotiating contracts with company 

management whenever they give-in on one issue in exchange for consideration on another issue. 

So, for example, in return for not freezing wages, a company may agree to concede to the union's 

other interests, such as gaining representation on key corporate committees. In other words, 



compared to bargaining over single issues (e.g., the price of the used car), when the parties get to 

bargaining across a wide array of issues, it often is easier to find solutions that are acceptable to all 

sides. 

 

4. Uncover "the real" issues. Frequently, people focus on the conflicts between them in only a 

single area although they may have multiple conflicts between them—some of which may be 

hidden. Suppose, for example, that your friend is being extremely stubborn when it comes to 

negotiating the price of the used car. He's sticking firmly to his asking price, refusing to budge 

despite your reasonable offer, possibly adding to the conflict between you. However, it may be the 

case that there are other issues involved. For example, he may be trying to "get even" with you for 

harming him several years ago. In other words, what may appear to be a simple conflict between 

two people actually may have multiple sources. Finding long-lasting solutions requires identifying 

all the important issues—even the hidden ones—and bringing them to the table. 

 

Note: Problem solving is a means of confronting the conflict and removing its causes. The 

emphasis is on facts and solutions, not personalities and assignment of blame. Optimizing or 

problem solving entails addressing the source of conflict and finding alternative strategies that 

benefit all parties. It promotes cooperative, positive attitudes that transfer to other organizational 

behaviors. Hence, optimizing may be worth the expenditure of more resources than other strategies 

because it improves the future relationship of the parties. 

 

Smoothing is another conflict resolution technique in which differences are de-emphasized and 

common interests of the parties are emphasized. Smoothing (downplaying differences and 

emphasizing common interests) and compromise (requiring each party to make concessions) are 

diffusion approaches to conflict management. They have the disadvantage of not solving the 

underlying problems that created the conflict. 

 

B. Third-Party Intervention. As you probably know from experience, attempts at negotiating a 

solution between parties with conflicting interests sometimes deadlock. A widely used and 

effective means of breaking such deadlocks is to use third parties—individuals who are not 

involved in the dispute that are called upon to intervene in the interest of finding a resolution. 

One commonly used type of third-party intervention is known as mediation. In mediation, the third 

party attempts to create voluntary agreements between the disputants. Mediators have no formal 



power and cannot impose any agreement on the two sides. Instead, they seek to clarify the issues 

involved and enhance the communication between the parties. In short, the role of mediators is to 

serve as a facilitator—that is, to help the sides find mutually acceptable agreements. 

Another widely used technique is known as arbitration. In contrast to mediators, arbitrators do 

have the power to impose the terms of an agreement. However, depending on the specific type of 

arbitration employed, the parties may or may not accept the arbitrator's decisions. Specifically, in 

binding arbitration, the two sides agree in advance to accept the terms of the agreement imposed 

by the arbitrator. Contrastingly, in voluntary arbitration the two sides retain the option of rejecting 

the arbitrator's decision. 

In addition to this important distinction, arbitration also varies in terms of the nature of the 

decisions that the arbitrators can consider. For example, in conventional arbitration, the  

Arbitrator can offer any terms he or she desires. However, in final-offer arbitration, arbitrators are 

limited to selecting between the final offers made by one of the disputing parties. 

Although both mediation and arbitration are popular methods of resolving conflict(particularly in 

disputes between labor and management groups), they tend to be nowhere near as effective as 

settlements that are directly negotiated between the conflicting parties themselves. 

 In other words, mediated and arbitrated settlements generally are less likely to hold than 

negotiated settlements. This occurs for several reasons. First, the disputing parties might not trust 

the third party, believing that he or she is biased, leading them to reject the decision. Second, 

because disputing parties generally invest more effort into finding solutions they have to negotiate 

themselves than decisions that are made for them by third parties; they become more committed to 

accepting those decisions. Both of these explanations lead us to the same conclusion: Conflict can 

be managed more effectively by having the disputing parties negotiate with each other directly 

than by using third-party intervention. 

An important result of confronting conflict on the job is that its effects are often quite stressful. 

However, interpersonal conflict is but one of several sources of stress that people must confront on 

their jobs.  

The management and resolution of conflict in educational settings requires strategies that promote 

the amicable handling of disputes cooperatively, constructively and successfully in addition to 

traditional disciplinary procedures, (Ghaffar, 2010)  



This study outcome goes further to imply that school managers are beginning to understand and 

appreciate the legal implications associated with teachers‘ management matters. The participatory 

approach of principals, and to some extent the teachers in the utilization of the integrating, 

compromising and non frequent use of the dominating strategies specifically gives meaning to 

Cole in Kalagbor (2007) assertion that, it is important for school managers at any level of 

responsibility to understand the legal framework that applied to the work place. 

2.5 Summary of Literature Review 

Thus, the review of literature shows that there have been several studies around the globe focusing 

on cause of conflict and the effects of conflict. However, very limited numbers of studies have 

been conducted on the cause of conflict between teachers and principals in secondary schools and 

on the use of conflict managing strategies by secondary school principals in context of Ethiopia. 

This study has been undertaken to fill this obvious research gap. 

 

 

 

 

 



 

CHAPTER THREE 

Research Design and Methodology 

Research design is a framework or structure for data collection and analysis. It is a plan for 

conducting research, which usually contains specifications of elements to be investigated and the 

procedures to be followed it is about organizing research activities, including data collection, and 

analyzing it in such ways that help to achieve the research aims. 

 In this study descriptive survey design was employed, descriptive research sets out to describe and 

to interpret what is. It looks at individuals, groups, institutions, methods and materials in order to 

describe, compare, contrast, classify, analyze and interpret the entities and the events that 

constitute the various fields of inquiry. It aims to describe the state of affairs as it exists. Since the 

study is planned to examine and describe the major cause of conflict   encountering between 

school leaders and teachers (the case of government secondary schools) in Arada Sub-City of 

Addis Ababa. Therefore, the researcher were employed both quantitative and qualitative methods 

to find out the major problems in wider manner. 

3.1 Data Sources 

The study used primary data gathering sources. The primary data sources for the study are the first 

hand information that obtained from school principals, vice principals, teachers, and woreda 

education office head. In addition to this related documents books, journals, research papers, 

published and unpublished materials and annual abstracts were reviewed and examined. 

3.2. Data Collection Procedures of the Study 

Keeping in view the different factors and after studying literature, Questionnaires was established 

based on the study basic questions. Questionnaires both for principals and teachers were designed 

for getting the views of teachers and principals on the cause of conflict in secondary schools 

between teachers and principals. Questionnaires were distributed and collected by the researcher. 

To do this, first permission was secured from the schools and then time and place were fixed. 

Following that, orientation was given as to how the instrument is filled and then the questionnaires 

were administered and collected. 

Interviews were conducted by the researcher. To undertaking this, interviewees were asked to 

suggest the place and time of their convenience. Then after, interviews were conducted.  



 

 

3.3. Instruments of Data Gathering 
 

Close-ended questionnaires will be distributed to schools principals, vice-principals and teachers. 

And structure interview will be held with woreda education office head to get first hand 

information‘s. Besides, Personal observation and experience will also be made. 

3.3.1 Questionnaire 

The questionnaires in this study were decided to be used because they are relevant to the research 

questions. The questionnaire included issues that helped the researcher to assess the major causes 

of conflict between teachers and principals in the schools and to improve the implementation of the 

conflict handling strategies. The close ended questionnaires were administered to the two groups 

of respondents (high school principals and teachers). The questionnaires were divided into two 

major parts background information of the respondents and the major sources of conflict between 

principals and teachers, the effects of conflict and the conflict management strategies applied by 

principals. A five point rating likert scale (Strongly Agree, Agree, Undecided, Disagree, Strongly 

Disagree) was employed to obtain data from respondents.  

The number of items contained in the principals and teachers questionnaire is29.The 

questionnaires designed for principals and teachers were written in English, The student researcher 

employed questions designed by himself and from review literature with some modification.  

Among162 questionnaires were distributed to teachers, 116 were filled out and returned. Out of 22 

questionnaires designed for the principals 18were filled and returned. 

3.3.2 Interview  

Interview questions were used to collect data so as to get useful information from the Woreda 

Education Office Head about the sample schools to assure the comparability of the data obtained 

from questionnaires. In this study, the instrument was mainly consists of 4 interview questions. 

The interview questions were constructed in English by the student researcher. but for the 

interviewee presents in Amharic by translation and recorded verbally on the interview questions 

paper. 



3.4 Sample population’ and Sampling Technique 

3.4.1. Sampling Populations 
Woredas 

The Arada Sub-City has 10 Woredas. Out of this, Six Woredas were selected for the study as a 

samples. The six woredas were selected using purposive sampling techniques due to the 

availability of secondary schools in these Woredas. In line with that from six Woreda 

followingworedas education office head were selected for the study: woreda 1, 2,5,6,7 and 10. 

Schools 

The total number of government secondary schools in Arada Sub City is Six. All schools were 

selected for the study. These are Tikure Anbessa, Agazian no 3 schools, Bethelehem,  Dejach 

Belay Zelek, Meskerm  and Yekatit 66 secondary school. 

Teachers 

The total numbers of teachers in the secondary school as population from Tikure Anbessa were53, 

from Agazian no 3 schools 43, from Bethelehem 51, from Dejach Belay Zeleke 41, from Meskerm 

52 and from Yekatit 66 secondary school 35 teachers were taken as population. From 

275populations 162 samples were selected by using simple random sampling techniques. Because 

the researcher considered the teachers population were many and it is difficult to manage, that is 

why sampling size determination were needed. 

Principals 

The participants of the study were school principals and teachers. Since there were 6 principals and 

16 vice principals in each of the schools were selected for the study, all were included in the study 

considering their small numbers. 

 

 

 

 

 

 



3.4.2 Sample Population and Sampling Technique 

Table: 1 Sample Population’ and Sampling Technique 

3.4.2.1 Simple Random Sampling  

 In simple random sampling every member of the population has an equal and independent 

chance of being selected for the sample. 

 This method is often used with a population that has a small number of cases, in this 

research, putting the names of all population members in list and then the serial numbers of 

the list was taken through lottery techniques drawing some out as the sample. The 

researcher selects 162 teachers out of 275 teachers by listing the name of teachers 

randomly.   

 

 

S

.

N 

Target 

Group 

Population  Sampling 

technique 

and total 

sample 

TikurAnb

esa 

Agazian Betlhem Belayzelek Meskerem Yekatit66 

1 Principal 

 

 

4 3 4 4 3 4 All  22  

2 Teacher 53 43 51 41 52 35 275/162 

simple 

random 

3 Woreda 

education 

office head 

1 1 1 1 1 1 All  6 

principals 

were 

selected 

 

4 Total 

population 

58 47 56 46 56 40  



3.4.3.   Sample size determination 
 

A combination of probability and none probability sampling techniques was used to select the 

sample population and area.  The   selection of the study   area will be determine by   purposive or 

none probability sampling while, the selection of respondents from sample population 

(government secondary school teacher) for questioners will determine by simple random sampling.  

For determining the sample size the researcher will use the following formula.   

n=
 

       
 

Where, n= Sample size  

N = Population size 

e = level of precision = 0.05, (level of confidence 95 %) 

Source:- Israel,2012, sampling size determination formula 

 

Along with this, 6 schools were included because of deliberate sampling the6Woreda education 

office head and 22principals and vice principals was selected with purposive sampling due to their 

position. Moreover, 162 teachers out of the total population of 275teachers were selected using 

simple random sampling by using sampling size determination formula designed by Israel, 2012. 

3.5 procedures of data presentation, analysis and interpretations 

After the data were collected, they were checked the completeness and then classified, arranged 

and organized in tables. Then after, they were analyzed and interpreted by employing quantitative 

and qualitative research analysis techniques. The data obtained through questionnaire was tallied, 

analyzed and interpreted quantitatively by using frequency and percentage. The data collected 

through interview were first of all coded in the following ways: Mister A = woreda 1, Mister B = 

woreda 2, Mister C =woreda 5, Mister D = woreda 6, MisterE= woreda7 and Mister F= woreda 10. 

Which represents‘ woreda education office head responses gathered through interview. Then, data 

collected through interview were analyzed qualitatively using summaries and themes. 



 

3.5.1 Pilot Study 

Piloting is important because it helps in revealing any deficiencies that may be in a questionnaire, 

so as to address them on time. A research tool pilot study was done to check the validity of 

research tool prior to actual date collection. For this purpose 20 teachers and 6 principals in the 

three schools were selected for pilot study. After getting responses from respondents, two 

questions were deleted because of non-response and three items of tool were modified. The draft 

of the questionnaires was modified in accordance with comments that would be obtained from the 

researcher‘s advisor and pilot test.  After that, the questionnaires were distributed, and interviews 

were held with the respective participants. 

Instrument validity and reliability 

According to Experiment-resources.com define reliability and validity as follows 

Validity:-Validity encompasses the entire experimental concept and establishes whether the results 

obtained meet all of the requirements of the scientific research method.There must have been 

randomization of the sample groups and appropriate care and diligence shown in the allocation of 

controls. 

On the basis of the objectives of the study and the existing literature as well as the job description 

of principals and teachers, item appropriate to the cause of conflict and the effects of conflict 

between teachers and principals were constructed by the researcher.  

The items were submitted to the researcher advisor in order to determine the clarity and logical 

flow as well as alignment with the purposes of the study. Based on their comments, necessary 

changes were introduced in order to make the items ready for data collection. With regard to the 

questionnaire, three items were deleted, added and modified accordingly, with regard to the 

interview the two items, were deleted and modified accordingly. 

Reliability is that any significant results must be more than a one-off finding and be inherently 

repeatable. Other researchers must be able to perform exactly the same experiment, under the same 

conditions and generate the same results. This will reinforce the findings and ensure that the wider 

scientific community will accept the research. Without this replication of statistically significant 

results, the experiment and research have not fulfilled all of the requirements of testability. 

https://explorable.com/random-sampling-error
https://explorable.com/scientific-control-group
https://explorable.com/statistically-significant-results
https://explorable.com/reproducibility
https://explorable.com/conducting-an-experiment
https://explorable.com/statistically-significant-results
https://explorable.com/statistically-significant-results
https://explorable.com/experimental-research
https://explorable.com/what-is-research
https://explorable.com/testability


A data collection instrument must be reliable. To determine reliability of research instruments, a 

pilot study was conducted in three schools over a sample of 20 teachers and 6 principals. The 

researcher re-administers the same test two weeks after the first administration. Then, the data 

obtained through this pilot study were analyzed by using SPSS. Thus, the calculated value is given 

in summarized form. 

The cause of conflict was measured by 17 items and had a Cronbach‘s alpha of (α = .823), the 

effects of conflict scale contained 6 items with (α = .834) Cronbach‘s alpha value, and practice of 

conflict management strategies by principals was measured through 6 items with Cronbach‘s alpha 

of (α =.810). The overall reliability coefficient of the questioner were (α = .822). 

 The reliability of the scale shows the extent to which a scale produces consistent result if 

measurements were made repeatedly. This is done by determining the association in between 

scores obtained from different administrations of the scales. If the association is high, the scale 

yields consistent result, thus it is reliable. Cronbach‘s alpha is most widely used method of 

measuring internal consistency (reliability). It has mentioned that its value varies from 0 to 1 but 

satisfactory value is required to be more than 0.6 for the scale to be reliable (Cronbach, 1951). In 

the present study, the researcher used Cronbach‘s alpha scale as a measure of reliability. Cronbach 

value beyond (α = .70) signifies acceptable reliability (Cuieford, 1965).  

Inter item consistency reliability or Cronbach‘s alpha reliability coefficients were obtained, they all 

were above (α= .70). As the coefficients get closer to (α= 1.0) the better is reliabilities and 

coefficients, and less than (α = .60) are considered poor.  

The internal consistency reliability of the measurers used in the study can be considered to be good 

and reliable. It is observed that the scale of the present study was highly reliable for data analysis. 

Validation procedures involved initial consultation of the questionnaires. The experts also judged 

the face and content validity of the questionnaires as adequate. Hence, researcher satisfied 

reliability and validity of the scale. Finally, the revised instrument consisted of 29 items was 

administered on the actual sample of the study for data collection. 

 

 

 



3.6. Ethical Consideration 
 

Ethical standard require that the investigator should not put participants in a situation where they 

might be as risk of harm as a result of their participation. Before conducting the investigation the 

investigator were discussed with the concerned bodies and their agreement was obtained after the 

explanation of objectives and purpose of the study. All the study participants was clearly informed 

about the purpose of the study and they are kindly asked their willingness before the actual 

investigation and any information obtained from them never be used by anybody or institution. 

Information obtained was held in strict confidentiality by the researcher. All assistance, 

collaboration of others and sources from which information was drawn is acknowledge. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

CHAPTER FOUR 

 
Analysis, Presentation and Interpretation of Data 

 

4.1 Introduction 
 
This part of the study deals with the presentation, analysis and interpretation of the data obtained 

from the sample schools‗  teachers and principals and  from Woreda education office head 

(WEOH) by using data gathering tools – questionnaire and interview to find appropriate answers 

to the basic questions listed in chapter one. This section of the research report was categorized into 

two major parts. The first part presents the characteristics of respondents where as the second part 

deals with the analysis and interpretation of the quantitative and qualitative data. 

In order to collect data, questionnaires were distributed to the sample secondary schools' teachers, 

and principals. Interview was also used as an instrument for woreda education office head. The 

questionnaires contained detailed close ended questions as well as open ended ones.  

From a total number of 184 questionnaires distributed to respondents 134questionnaires were 

properly filled out and returned. And analysis and interpretation of the data was made based on the 

responses obtained from respondents. Of these respondents, 116 (86%) respondents were teachers 

and 18 (14%) were principals. Moreover, all six participants were woreda education office heads; 

all of them were also interviewed. 

4.2 Data analysis 
 

Data analysis is the process of moving from raw questionnaires or/and interviews to evidence 

based interpretations that are the foundation for published report.  

To analyze close ended quantitative data collected through questionnaires. Descriptive statistics 

was employed in this study by using the descriptive statistics, frequency counts and percentages 

were used as needed to analyze the data. The demographic and specific data were presented below 

starting with the demographic data. 



4.2.1 Demographic Data Presentation 

Descriptive statistics were calculated for all demographic data that were gathered from the 

questionnaire and interview. 

Table2: personal information 

 

N.O 

 

VARIABLE 

TEACHERS PRINCIPALS WEOH TOTALS 

N % N % N % N % 

1. Sex  

 

Male  87 75 15 83.3 4 66.7 106 75.7 

Female 29 25 3 16.7 2 33.3 34 24.3 

Total  116 100 18 100 6 100 140 100 

2. Work 

Experience 

Below 5 10 8.6 -- -- 6 100 16 11.4 

b/n 6-10 35 30.2 -- -- -- -- 35 25 

b/n 11-15 21 18.1 3 16.7 -- -- 24 17.2 

b/n 16-20 32 27.6 5 27.7 -- -- 37 26.4 

Above 21 18 15.5 10 55.6 -- -- 28 20 

  TOTAL 116 100 18 100 6 100 140 100 

 

As indicated in Table 2, among secondary school teachers 87(75%) and 29(25%) were male and 

female, while principals 15 (83.3%) and three (16.7%) were male and female respondents, 

respectively.  In addition among six (100%) WEOH where four(66.7%)were male and two(33.3%) 

were female. It can conclude that the sum of all respondents in respect to sex; 106(75.7%)of them 

were male and 34 (24.3%) respondents were female. This showed that in all groups the number of 

female respondents was less than their male counter parts. 

With regards to work experience of the respondent out of 116 questionnaires completed and 

returned by teacher participants, 10 (8.6%) of the teachers have been teaching for below five years, 

35 (30.2%) have been teaching for 6-10 years while 27 (23.3%) have been teaching for 11-15, 32 

(27.6%) are 16- 20 years and 12(10.3%) had been teaching above 21 years of experiences.  

It shows that majority of teachers respondents experience falls between 6-10 years, which was 35 

(30.2%)of work experience. It can be conclude that majority of teachers found in medium work 

experience. 



Of the 18 principals, 3 (16.7%) had been appointed to 11-15 years, five(27.7%) were 16-20 years, 

and 10(55.6%) for over 21 years. The range of principal experience in their current positions and 

in teaching in general ranged from 11-21 years; there were no principals below 10 years of 

experience. 

The data reflected that highly experienced principals are leading the schools. This is because 

principals have a long duration in the schools they have better understanding about the school 

situation. 

All six Woreda education office head had been blow five years of experience in leading the office 

that means due to political assignment, they do not prolong in the area. Therefore; the Woreda 

education office was lead by lower experienced person. 

Table3: Qualification and Specialization of respondents 

 

N.O 

 

               VARIABLE 

TEACHER

S 

PRINCIPALS WEOH TOTALS 

N % N % N % N % 

1. Qualification Diploma -- -- -- -- -- -- -- -- 

Degree 98 84.5 3 16.7 6 100 104 74.3 

MA/MSC 18 15.5 15 83.3 -- -- 33 25.7 

TOTAL 116 100 18 100 6 100 140 100 

2. Specialization EDPM/SL -- -- 15 83.3 1 16.7 16 11.4 

N. science 78 67.2 2 11.1 3 50 83 59.3 

S.science/la

nguage 

38 32.8 1 5.6 2 33.3 41 29.3 

TOTAL 116 100 18 100 6 100 140 100 

 

As indicated in Table 3, the qualification distribution of respondents reveals that majority of school 

teachers 98 (84.5%) were first degree holders, while 18 (15.5%) are MA/MSC holders. This 

indicates that the teaching staff member in the schools and the teachers fulfills the standard  

Qualifications of secondary school to effectively accomplish the teaching and learning activities in 

the schools.  



 

Similarly, regarding the qualification of secondary school principals, three (16.7%) and 15 (83.3%) 

were first degree and MA/MSc, degree respectively, While all six of Woreda educational office 

heads (WEOH) were degree holder. 

The specialization distribution of respondents shows that all of school teachers 78 (67.2%) were 

specialized in natural science field, while 38 (32.8%) were social science / language teachers. This 

indicates that the majority of the teaching staff members in the schools were natural science 

stream. 

 

Similarly the specialization of secondary school principals,15 (83.3%) were EDPM/SL and two 

(11.1%) were natural science and only one(5.6%) of the principals were specialized in social 

science, While three (50%) of (WEOH) in natural science and two (33.3%) of them in social 

science. Only one (16.7%) of WEOH specialized in EDPM. This shows that especially the WEOH 

are not specialized in educational planning and management. 

4.2.2 Presentation, analysis and discussion of findings of specific data 

from questionnaire and interviews 

 

The analyses of data and discussion of findings from the Secondary school teachers‘ and 

principals‘ Conflict from Questionnaire and interview, which provided answers to the research 

questions, were presented A 29 items structured questionnaire was used to collect data. The 

collected data were analyzed using the frequency counts and percentage.  

 

In Arada Sub-City, the secondary schools were found in six Woreda's, the researcher conducted an 

interview with all of them. As per the interview made with the woreda education officers and their 

responses were also discussed. The modified five point Likert response scale was used in 

providing answers to the questionnaire items.  

 

 

 

 



KEY:  strongly agree(SA) = 5points; agree(A)=4 points; undecided(U) =3 points; disagree(D) =2 

points; strongly disagree(SD) = 1points.The researcher used the following scales during  analyzing 

the data, SA and A  as high, U as moderate  and  D and SD as low.  

Table 4: Frequency and percentage of Teachers and Principals’ Responses to Institutional 

related cause of conflict 

S/N   Coues of 

conflict 

RATING 

SCALE 
RESPONDENT   

 

 

 

TEACHERS(N= 116)  PRINCIPALS (N= 
18)  

TOTAL(N= 
134)  

N % N % N % 

4.1 Lack of 

provision of 

resources on 

time, 

SA 41 35.3 6 33.3 47 35.1 

A 52 44.8 7 38.9 59 44.0 

U 17 14.7 3 16.7 20 14.9 

D 6 5.2 2 11.1 8 6.0 

SD 0 0.0 0 0.0 0 0.0 

TOTAL 116 100 18 100 134 100 

4.2 Shortage and 

unfair 

allocation of 

resources 

SA 38 32.8 8 44.4 46 34.3 

A 55 47.4 4 22.2 59 44.0. 

U 10 8.6 3 16.7 13 9.7 

D 3 2.6 3 5.6 6 4.5 

SD 10 8.6 0 0.0 10 7.5 

TOTAL 116 100 18 100 134 100 

4.3 

 

Un-

conducive 

work 

environment  

SA 0.0 0.0 0.0 0.0 0.0 0.0 

A 20 17.3 2 11.1 22 16.4 

U 24 20.7 3 16.8 27 20.2 

D 4 3.4 3 16.8 7 5.2 

SD 68 58.6 10 55.5 78 58.2 

TOTAL 116 100 18 100 134 100 

4.4 Inadequate  

teaching and 

learning 

materials 

SA 76 65.5 6 33.3 82 61.2 

A 26 22.3 5 27.8 31 23.1 

U 7 11.1 3 16.7 10 7.5 

D 7 11.1 3 16.7 10 7.5 

SD 0 0 1 0.7 1 0.7 

TOTAL 116 100 18 100 134 100 
 

As it can be seen in Table 4, item 4.1  opinions  of teachers and principals on the lack of provision 

of resources on time  as institutional related  cause of conflict between school principal and teacher 

showed  that 93 (80.1%) and 13(72.2%)  and of teachers  and principals responded  as high, 

respectively.  On the other hand,17 (14.7%) and three (16.7%) of participants as moderate; 

whereas, eight participants from both groups replied low.  



This reveals that lack of provision of resources on time as institutional related cause of conflict 

between school principal and teacher was high. 

As it can be seen in Table 4, item 4.2opinions  of teachers and principals on the shortage and unfair 

allocation of resources as institutional related  cause of conflict between school principal and 

teacher  showed  that 93 (80.1%) and 12(66.6%) of teachers  and principals responded  as high, 

respectively.  On the other hand, three (2.6%) and three (5.6%) respond as moderate; whereas, 13 

(11.2%) and three (5.6%) replied low respectively. This reveals that Shortage and unfair allocation 

of resources as institutional related cause of conflict between school principal and teacher was 

high. 

As it can be seen in Table 4, item 4.3  opinions  of teachers and principals on un-conducive work 

environment as institutional related  cause of conflict between school principal and teacher were   

shows  that 20 (17.3%) and two(11.1%)  and of teachers and principals responded  as high, 

respectively.  On the other hand, 24(20.7%) and three (16.7%) respond as moderate; whereas, 72 

(62.0%) and 11(61.5%) replied low respectively. This reveals that un-conducive work environment 

as institutional related cause of conflict between school principal and teacher was low. 

As it can be seen in Table 4, item 4.4, opinions  of teachers and principals on inadequate  teaching 

and learning materials as institutional related  cause of conflict between school principal and 

teacher were   shows  that 102 (87.9%) and 11(61.1%)  and of teachers  and principals responded  

as high, respectively.  On the other hand, seven (11.1%) and three (16.7%) respond as moderate; 

whereas, seven (11.1%) and three (16.7%) replied low respectively. This indicates that about 

inadequate teaching and learning materials as the major institutional related cause of conflict 

between school principal and teacher was high. 

It can conclude that  the sum  of high rank responses of teachers and principals   indicates that 

inadequate teaching and learning materials112 (84.3%), the lack of provision of resources on 

time106 (79.1%) and Shortage and unfair allocation of resources 105 (78.3%) were  agreed as the  

major institutional related  cause of conflict between school principal and teacher  conflict in order. 

 

 

   



Table 5: Frequency and percentage of Teachers and Principals’ Responses to Work Related 

Cause of Conflict 

S/

N 

ITEM RATIN

G 

SCALE 

 

RESPONDENT  

TEACHERS(N= 
116)  

PRINCIPALS(N= 
18)  

TOTAL(N= 
134)  

N % N % N % 

5.1 Lack of preparation 

of lesson plans 

SA 26 22.4 8 44.4 34 25.4 

A 22 18.9 6 33.3 28 20.9 

U 31 26.7 0 0.0 31 23.1 

D 17 14.7 2 11.1 19 14.2 

SD 20 17.3 2 11.1 22 16.4 

TOTAL 116 100 18 100 134 100 

5.2 Lateness to school 

and absenteeism 

from work 

SA 71 59.5 12 66.7 81 60.4 

A 28 24.1 5 27.8 33 24.6 

U 10 8.6 1 5.6 11 8.2 

D 6 5.2 0 0.0 6 4.5 

SD 3 2.6 0 0.0 3 2.2 

TOTAL 116 100 18 100 134 100 

5.3 Unfair scheduling of 

time table 

SA 13 11.2 0 0.0 3 2.2 

A 9 7.8 3 16.7 12 9.0 

U 52 44.8 10 55.5 62 46.3 

D 10 17.2 2 11.1 12 8.9 

SD 32 27.6 3 16.7 36 26.9 

TOTAL 

 

116 100 18 100 34 25.4 

 

As it can be seen in Table5, item 5.1, opinions  of teachers and principals on lack of preparation of 

lesson plans  as work related  cause of conflict between school principal and teacher were 

presented accordingly, 48 (41.3%) and 14(77.7%)  and of teachers  and principals responded  as 

high, respectively. On the other hand, 31(26.7%) and two participants respond as moderate; 

whereas, 27(32.0%) and four (22.2%) replied low respectively. This reveals that lack of 

preparation of lesson plans as work related  cause of conflict between school principal and teacher  

were high. As it can be seen in table 5, item 5.2  opinions  of teachers and principals on lateness to 

school and absenteeism from work as a work related  cause of conflict between school principal 

and teacher were   shows  that 99 (83.6%) and 17(94.5%)  and of teachers  and principals 

responded  as high, respectively.   

 



On the other hand, 10(8.6%) and one participants as moderate, respectively; whereas, only nine 

(7.8%) teachers replied low. This reveals that lateness to school and absenteeism from work as 

work related cause of conflict between school principal and teacher was high. 

As it can be seen in Table 5, item 5.3  opinions  of teachers and principals on  unfair scheduling of 

time table  as  a work related  cause of conflict between school principal and teacher were   shows  

that 22 (19.0%) and three(16.7%)  and of teachers and principals responded  as high, respectively.  

On the other hand, 52(44.8%) and six (33.3%) respond as moderate; whereas, 42 (36.2%) and five 

(27.8%) replied low respectively.  This reveals that unfair scheduling of time table as a work 

related cause of conflict between school principal and teacher was moderate. 

Table 6: Frequency and percentage of Teachers and Principals’ Responses to work related 

cause of conflict 

S/N ITEM 

 

RATIN

G 

SCALE 

 

RESPONDENT  

TEACHERS(N= 
116)  

PRINCIPALS(N= 
18)  

TOTAL(N= 
134)  

N % N % N % 

6.1  Poor accountability 

and responsibility 

SA 18 15.5 3 16.7 21 15.7 

A 26 22.4 4 22.2 30 22.4 

U 10 8.6 5 27.8 15 11.2 

D 21 18.2 2 11.1 23 17.2 

SD 41 35.3 3 16.7 44 32.8 

TOTAL 116 100 18 100 134 100 

6.2  Unfair  

rewards systems 

SA 46 39.7 8 44.4 54 40.3 

A 50 43.1 3 16.7 53 45.7 

U 11 9.5 0 0.0 11 8.2 

D 4 3.4 3 16.7 7 5.2 

SD 5 4.3 4 22.2 9 6.7 

TOTAL 116 100 18 100 134 100 

6.3 Unfair decisions SA 47 40.5 11 61.1 58 43.2 

A 38 32.8 3 16.7 41 30.6 

U 13 11.2 2 11.1 15 11.2 

D 5 4.3 2 11.1 7 5.2 

SD 3 2.6 0 0.0 3 2.2 

TOTAL 116 100 18 100 134 100 

6.4 Punishment SA 54 46.6 12 66.7 66 49.2 

A 41 35.3 6 33.3 47 30.6 

U 15 12.9 0 0.0 15 11.1 

D 7 6.0 0 0.0 7 5.2 

SD 9 7.8 0 0.0 9 6.7 

TOTAL 116 100 18 100 134 100 



 

As it can be seen in Table 6, item 6.1opinions  of teachers and principals on poor accountability 

and responsibility  as work related  cause of conflict between school principal and teacher showed 

that 44 (37.9%) and seven (38.9%)  and of teachers  and principals responded  as high, 

respectively.  On the other hand, 21(18.2%) and two (11.1%) respond as moderate; whereas, 

62(11.1%) and five (27.8%) replied low respectively. This indicates that poor accountability and 

responsibility as the work related cause of conflict between school principal and teacher was low. 

As it can be seen in Table 6, item 6.2  opinions  of teachers and principal sun fair reward systems 

as work related  cause of conflict between school principal and teacher were  shows that 96(82.7%) 

and 11(61.1%)  and of teachers  and principals responded  as high, respectively.  On the other 

hand, 11(9.5%) of teachers respond as moderate; whereas, nine (7.7%) and 7 (38.8%) replied low 

respectively. This indicates that unfair reward systems as work related cause of conflict between 

school principal and teacher was high. 

As it can be seen in Table 6, item 6.3   opinions  of teachers and principals on unfair decisions as 

work related  cause of conflict between school principal and teacher were shows  that 85 (73.3%) 

and 14 (77.7%)  and of teachers  and principals responded  as high, respectively.  On the other 

hand, 13(11.2%) and two (11.1%) respond as moderate; whereas, eight (6.9%) and two (2%) 

replied low respectively. This indicates that unfair decisions work related cause of conflict 

between school principal and teacher was high. 

From this it can be concluded that principals should create a room for serving all teachers equally 

and participating in decision activities 

As it can be seen in Table 6, item 6.4  opinions  of teachers and principals on punishment as work 

related  cause of conflict between school principal and teacher were shows  that 95(81.9%) and 

18(100%)  and of teachers and all principals responded as high, respectively. On the other hand, 

15(12.9%) and 16(13.8%) of teacher replied as moderate and low; respectively. This indicates that 

punishment as work related cause of conflict between school principal and teacher was high. 

It can be concluded that the sum of high rank responses of teachers and principals   indicates that 

lateness to school and absenteeism from work 116 (86.6%),unfair decision 107 (79.8%) and 

punishment 66 (49.2%) were agreed as the major work related cause of conflict between school 

principal and teacher. 



Table7: Frequency and percentage of Teachers and Principals’ Responses to leadership 

related cause of conflict 

S/N              ITEM RATING 

SCALE 

 

RESPONDENT 

TEACHERS(N=
116)  
 

PRINCIPALS(N= 
18)  

 

TOTAL(N= 
134)  

 
N % N % N % 

7.1  False reports from 

leaders 

SA 15 12.9 3 16.7 18 13.4 
A 17 14.7 2 11.1 19 14.2 
U 23 19.8 2 11.1 25 18.7 
D 34 29.3 5 27.8 29 21.6 
SD 42 36.2 6 33.3 48 35.8 
TOTAL 116 100 18 100 134 100 

7.2  Poor communication SA 62 53.4 13 72.2 75 56.0 
A 20 17.2 5 27.8 25 18.7 
U 6 5.2 0 0.0 6 4.5 
D 13 11.2 0 0.0 13 9.7 
SD 15 12.9 0 0.0 15 11.2 
TOTAL 116 100 18 100 134 100 
SD 25 21.6 6 33.3 31 23.1 
TOTAL 116 100 18 100 134 100 

7.3 Misinterpretation of 

rules and regulation 

SA 22 19.0 2 11.1 24 17.9 
A 36 31.0 2 11.1 38 28.4 
U 41 35.3 4 22.2 45 33.6 
D 10 8.6 6 33.3 16 11.9 
SD 7 6.0 4 22.2 11 8.2 
TOTAL 116 100 18 100 134 100 

 

As it can be seen in Table 7, item 7.1  opinions  of teachers and principals on false reports from 

leaders as leadership related  cause of conflict between school principal and teacher were  shows  

that 32(27.6%) and five (27.8%)  and of teachers  and principals responded  as high, respectively.  

On the other hand, 23(19.8%) and two (11.1%) respond as moderate; whereas, 76 (65.5%) and 11 

(61.1%) replied low, respectively. This indicates that false reports from leader‘s leadership related 

cause of conflict between school principal and teacher was low. 

As it can be seen in Table 7, item 7.2 opinions  of teachers and principals on poor communication 

as leadership related  cause of conflict between school principal and teacher were shows  that 82 

(70.6%) and 18 (100%)  and of teachers  and principals responded  as high, respectively.   



On the other hand, six(5.2%)  and  28(%) teachers respond as moderate and low respectively; This 

indicates  that Poor communication were leadership related  cause of conflict between school 

principal and teacher  was high. 

As it can be seen in Table7, item 7.3 opinions  of teachers and principals on misinterpretation of 

rules and regulation as  leadership related  cause of conflict between school principal and teacher 

were   shows  that 58(50.0%) and four (22.2%)  and of teachers  and principals responded  as high, 

respectively.  On the other hand, 41(35.3%) and 24(22.2%) respond as moderate; whereas,17 

(14.6%) and 10 (55.5%) replied low, respectively. This indicates that misinterpretation of rules and 

regulation as leadership related cause of conflict between school principal and teacher was 

moderate. 

It can be concluded that the sum of high rank responses of teachers and principals   indicates that 

poor communication 100 (82%) were agreed as the major work related cause of conflict between 

school principal and teacher conflict.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Table 8: Frequency and percentage of Teachers and Principals’ Responses to leadership 

related cause of conflict 

S/N   ITEM RATI

NG 

SCAL

E 

RESPONDENT 

 

TEACHERS(N= 
116)  
 

PRINCIPALS(N= 
18)  
 

TOTAL(N= 
134)  
 

N % N % N % 

8.1 Lack of school leadership 

competences and skills 

SA 19 16.4 3 16.7 22 16.4 
A 12 10.3 6 33.3 18 13.4 
U 44 37.9 4 22.2 48 35.8 
D 21 18.1 4 22.2 25 18.6 
SD 20 17.2 1 5.6 21 15.7 
TOTA

L 

116 100 18 100 134 100 

8.2 Absence of participatory 

decision making process 

SA 61 56.9 4 22.2 65 48.5 
A 10 8.6 2 11.1 32 23.9 
U 30 21.6 2 11.1 12 8.9 
D 8 6.9 6 33.3 14 10.4 
SD 7 6.0 4 22.2 11 8.2 
TOTA

L 

116 100 18 100 134 100 

8.3 unfair selection of teachers 

for training 

SA 33 28.4 3 16.7 36 26.9 
A 22 19.0 4 22.2 26 19.4 
U 31 26.7 2 11.1 33 24.6 
D 18 15.5 6 33.3 24 17.9 
SD 12 10.3 3 16.7 15 11.2 
TOTA

L 

116 100 18 100 134 100 

 

 

As it can be seen in Table8, item 8.1  opinions  of teachers and principals on lack of school 

leadership competences and skills as leadership related  cause of conflict between school principal 

and teacher were shows  that 31 (26.7%) and nine (50.0%)  and of teachers  and principals 

responded as high, respectively.  On the other hand, 44(37.9%) and four (22.2%) respond as 

moderate; whereas, 41 (35.3%) and four (22.2%) replied low respectively. This indicates that lack 

of school leadership competences and skills leadership related cause of conflict between school 

principal and teacher was moderate. 

 



 

 

As it can be seen in Table 8, item 8.2 opinions of teachers and principals absence of participatory 

decision making process as leadership related  cause of conflict between school principal and 

teacher were shows  that 71.0 (61.2%) and six (33.3%)  of teachers  and principals responded  as 

high, respectively.  On the other hand, 10(8.6%) and two(11.1%) respond as moderate; whereas, 

15 (12.9%) and 10 (55.5%) replied low, respectively. This indicates that absence of participatory 

decision making process as leadership related cause of conflict between school principal and 

teacher was high. 

As it can be seen in Table 8, item 8.3opinions  of teachers and principals on unfair selection of 

teachers for training as leadership related  cause of conflict between school principal and teacher 

were shows  that 55 (37.4%) and seven (38.9%) of teachers  and principals responded  as high, 

respectively.  On the other hand, 31(26.7%) and two(11.1%) respond as moderate; whereas, 

30(25.8%) and nine (50.0%) replied low, respectively. This indicates that unfair selection of 

teachers for training as leadership related cause of conflict between school principal and teacher 

was high. 

As can be seen from the analysis, concerning leadership related cause of conflict both teacher and 

principals were agreed upon poor communication 100(86.2 %), and absence of participatory 

decision making process 75(55.9%) as the cause of conflict. Therefore, regular communication is 

vital that school leaders should communicate with teachers and school community in general so as 

to minimize conflict. 

Finally, the response collected, organized and interpreted from the questionnaire the major cause 

of conflict between teachers and principals were lateness to school and absenteeism from work 116 

(86.6%),inadequate teaching and learning materials112 (84.3%), poor communication100 (86.2 

%),lack of provision of resources on time106 (79.1%), unfair decision 107 (79.8%),Shortage and 

unfair allocation of resources 105 (78.3%), absence of participatory decision making process 

75(55.9%) and punishment 66 (49.2%). 

 

 

 

 

 

 



 

 

In response to an interview held with WEOH about cause of conflict between school principals and 

teachers, WEOHs have said the following;  

― Mister A said that the principals does not make available the teaching learning material 

before the schooling is starting and the school leaders do not implement school rule and 

regulation properly, Whereas Mister B said that School principals  do not treat teachers 

equally(A and B Jan 10,2019), 

while Mister C said that the principals due to lack of administration skill and the decision 

is made by themselves, Mister D said that due to principals lack of experience in solving 

conflict and teachers in Addis Ababa they have no regular working hours due to this 

teachers came to school by their programs or period at this time some of them are late and 

absent from the school finally the principals take an action or disciplinary measure,( C and 

D.Jan 15,2019) 

Mister E said that in most area principals are nominated and assigned by political view 

rather their ability and also lack  knowledge of rule and regulation to lead teachers and 

principals, lack of equal  justice in the school and lack of administration skill.(F, Feb 

2,2019)‖ 

It can be conclude that the data collected from questionnaire and interview revealed that the cause 

of teachers and principal‘s conflict are absentees‘ and lat to school, lack of participatory and unfair 

decision, lack of teaching learning material and distribution also are not on time and due to 

punishments. 

 

 

 

 

 

 

 



 

Table 9: Frequency and percentage of Teachers and Principals’ Responses to the effects of 

conflict 

 

 

As indicated above, Table 9 item 9.1, focuses on the effects of conflict in the student achievement, 

38 (32.8%) and eight(44.5%) of teachers and principals responded as high. Whereas, 35 (30.1%) 

and five (27.8%) rated as low, respectively. However a large number of both respondents 46 

(39.7%) of teachers and five (27.8%) of principals responded as moderate. An interview held with 

woreda education office heads confirms that the idea of respondents in the effects of conflict on 

student achievement is supported. 

 

S/N ITEM RATIN

G 

SCALE 

 

RESPONDENT  

TEACHERS PRINCIPAL

S 

TOTAL 

N % N % N 

 

% 

9.1 They have  effects on 

student achievement   

SA 22 19.0 5 27.8 27 20.1 

A 16 13.8 3 16.7 19 14.2 

U 46 39.7 0 0.0 46 34.3 

D 23 19.8 6 33.3 29 21.6 

SD 12 10.3 4 22.2 16 11.9 

TOTAL 116 100 18 100 134 100 

9.2 Reduce teachers   

motivation 

SA 29 25.1 3 16.7 32 23.9 

A 36 31.0 5 27.8 41 30.6 

U 43 37.0 3 16.7 46 34.3 

D 3 2.6 4 22.2 7 5.2 

SD 5 4.3 3 16.7 8 5.6 

TOTAL 116 100 18 100 134 100 

9.3 Decreased over all school  

performance  

SA 12 10.3 6 33.3 18 13.4 

A 22 18.9 3 16.7 25 18.7 

U 45 38.8 3 16.7 48 35.8 

D 17 14.7 4 22.2 21 15.7 

SD 20 17.2 2 11.1 22 16.4 

TOTAL 116 100 18 100 134 100 



 

As illustrated in the Table 9 item 9.2 concerning the effects of conflict between teachers and 

principals about reduce teachers motivation,65(56.1%) and eight (44.5%) of teachers and 

principals responded as high. On the other hand, 43(37.0%) and three (22.2%) respond as 

moderate; Whereas, eight (6.9%) and seven (38.9%) rated as low, respectively. An interview held 

with woreda education office heads confirms that the idea of respondents in the effects of conflict 

on reducing teacher‘s motivation agreed. They said that conflict affect social interaction and 

motivations; especially teachers motivation.   

As seen from the responses to the Table 9 item 9.3, effects of conflict on decreased over all school  

performance states that about 34 (29.1%) and nine(50.0%) of teachers and principals replied high, 

respectively;  On the other hand, 45(38.8%)  and  three(16.7%) respond as moderate; whereas, 37 

(31.9%) and six (33.3%) rated as low. However, the majority of respondents 48 (35.8%) of 

teachers and principals were rated moderate. 

 

 

 

 

 

 

 

 

 

 

 

 



 

Table 10: Frequency and percentage of Teachers and Principals’ Responses to the effects of 

conflict 

 

As indicated above, Table 9 item 9.1, focuses on the effects of conflict on increased hostility and 

aggressive behavior, 34 (29.3%) and seven (38.9%) of teachers and principals responded as high. 

Whereas, 19 (16.4%) and five (27.8%) rated as low, respectively. However both respondents 

63(54.3%) of teachers and four (22.2%) of principals responded as moderate. An interview held 

with woreda educational office heads confirms that the idea of respondents on the effects of 

conflict on increasing hostility and aggressive behavior was at higher level. The result from the 

teacher and principals respondents revealed that there is a moderate rated for increasing hostility 

and aggressive behavior67(50.0%)as effects of conflict.  

 

S/N ITEM RATIN

G 

SCALE 

 

RESPONDENT  

TEACHERS PRINCIPAL

S 

TOTAL 

N % N % N 

 

% 

10.1 Increased hostility and 

aggressive behavior 

SA 15 12.9 3 16.7 18 13.4 

A 19 16.4 4 22.2 23 17.2 

U 63 54.3 4 22.2 67 50 

DA 9 7.8 2 11.1 11 8.2 

SA 10 8.6 3 16.7 13 9.7 

TOTAL 116 100 18 100 134 100 

10.2 Decrease co-operative 

learning 

SA 43 37.1 5 27.8 48 35.8 

A 22 19.0 4 22.2 26 19.4 

U 12 10.3 2 11.1 14 10.4 

DA 26 22.4 3 16.7 29 8.5 

SA 13 11.2 4 22.2 17 12.7 

TOTAL 116 100 18 100 134 100 

10.3 Development of frustration 

among the conflicting 

parties 

 

SA 9 7.8 4 22.2 13 9.7 

A 11 9.5 2 11.1 13 9.7 

U 49 42.2 6 33.3 55 41.0 

DA 23 19.8 4 22.2 27 20.1 

SA 24 20.7 2 11.1 26 19.4 

TOTAL 116 100 18 100 134 100 



 

As it can be indicated from Table 10 item 10.2, the subjects were asked to respond of what are the 

effects of conflict on decrease co-operative learning at school. The result from the teacher and 

principals respondents revealed that 65 (56.1%) and nine (50.0%) of teachers and principals 

responded as high, respectively.  On the other hand, 12(10.3%) and two (11.1%) respond as 

moderate; whereas, 39 (33.6%) and seven (38.9%) replied low, respectively. There is a high rated 

for effects of conflict on decrease co-operative learning which accounts 74 (55.2%). 

As it can be seen in Table 10, item 10.3   opinions  of teachers and principals on  the effects of 

conflict to the development of frustration among  the conflicting parties  were   shows  that 20 

(17.3%) and six (33.3%) of teachers  and principals responded  as high, respectively.  On the other 

hand, 49(42.2%) and six (33.3%) respond as moderate; whereas, 47 (40.5%) and 6 (33.3%) replied 

low, respectively. This indicates that on the effects of conflict to the development of frustration 

among the conflicting parties due to conflict between school principal and teacher was moderate. 

The data analyzed on the effects of conflict stated above illustrated that the majority of respondents 

agreed on reducing teachers motivation73 (61.1%) and decrease cooperative learning 74 (61.6%) 

of teachers and principals were responded high; Furthermore, the data collected through interview 

from woreda education office heads responded as WEOH  replied in the interview  on the effects 

of conflict they were  given the following  ideas;  

―As Mister A said that the effects of conflict between teachers and principals were, it 

will create  communication barrier between teachers and principals, while  Mister B 

said that it will affect teaching learning process , 

where as Mister C said that it can lead to low standard of the school and will decrease 

work motivation among workers ,Mister D said that it also affect the relationship 

between even teachers and students,where as Mister E said that may affect  teachers  

motivation to teach and due to disagreement between teachers and principals it has 

effect on student results.” 

It can be conclude that the data from quantitative and qualitative analysis shows that the  major 

effects of conflict between teachers and principals are reducing teachers motivation and decrease 

cooperative learning were the major one. 



 

Table11:The use of the competition, collaboration and compromising strategy by the 

principals in the management of conflicts in schools? 

S/N ITEM RATING 

SCALE 

 

RESPONDENT  

TEACHERS PRINCIPALS TOTAL 

N % N % N % 

11.1 Does principals use  

Competition (a win-or 

loss style) as the 

conflict management 

strategy 

SA 39 33.6 5 27.8 44 32.8 

A 24 20.7 2 11.1 26 19.4 

U 12 10.3 3 16.7 15 11.2 

DA 25 21.6 4 22.2 29 21.6 

SA 16 13.2 4 22.2 20 14.9 

TOTAL 116 100 18 100 134 100 

11.2 Does principal use 

Collaboration ( a Win-

win style)   as conflict 

management strategy 

SA 7 6.0 6 33.3 13 9.7 

A 16 13.8 4 22.2 20 14.9 

U 13 11.2 2 11.1 5 3.7 

DA 32 27.6 3 16.7 35 26.1 

SD 28 24.1 3 16.7 31 23.1 

TOTAL 116 100 18 100 134 100 

 

11.3 

Does principal use 

Compromising(a Lose-

lose style) as conflict 

management strategy 

SA 10 8.6 0 0.0 10 7.5 

A 13 11.2 0 0.0 13 9.7 

U 16 13.8 2 11.1 18 13.4 

DA 36 31.0 6 33.3 42 31.3 

SD 41 35.4 10 55.6 51 38.1 

TOTAL 116 100 18 100 134 100 
 

As it can be seen in Table 11, item 11.1 on the  level of opinions of principals and teachers about 

the  use of the competition strategy used  by the principals in the management of  conflicts in 

schools shows that 63 (54.3%) and seven (38.9%)  and of teachers  and principals responded as 

high, respectively. On the other hand, 12 (10.3%) and three (16.5%) respond as moderate; 

whereas, 41 (34.8%) and eight (44.4%) replied low, respectively. This reveals that about the use of 

the competition strategy used by the principals in the management of conflicts in schools was high.  

As it can be seen in Table 11, item 11.2 on the  level of opinions of principals and teachers about 

the  use of the collaboration strategy used  by the principals in the management of  conflicts in 

schools  shows  that 23 (19.8%) and 10(55.5%)  and of teachers  and principals responded  as high, 

respectively.  On the other hand, 13 (11.2%) and two(11.1%) respond as moderate; whereas, 60 

(51.7%) and six (33.4%) replied low, respectively. This reveals that about the use of the 

collaboration strategy used by the principals in the management of conflicts in schools was 

moderate. 



The data in Table 11, item 11.3 stated above illustrated that the majority of respondents on the  

level of opinions of principals and teachers about the  use of the compromising strategy used by 

the principals in the management of conflicts in schools  shows  that 23 (19.8%) and none of 

teachers  and non of principals responded as high, respectively.  On the other hand, 16 (13.8%) and 

two(11.1%) respond as moderate; whereas, 77 (67.4%) and 16 (88.9%) replied low, respectively. 

This reveals that about the use of the compromising strategy used by the principals in the 

management of conflicts in schools was low. 

Table 12:The use of the avoidance and accommodation strategy by the principals in the 

management of conflicts in schools 

S/N ITEM RATING 

SCALE 

 

RESPONDENT 

TEACHERS PRINCIPALS TOTAL 

N % N % N % 

12.1 Does principal use 

Avoidance ( an 

ignorance) as conflict 

management strategy 

SA 48 41.4 11 61.1 59 44.0 

A 30 25.9 2 11.1 32 23.9 

U 15 12.9 3 16.7 18 13.4 

DA 10 8.6 4 22.2 14 10.4 

SD 13 11.2 6 33.3 19 14.2 

TOTAL 116 100 18 100 134 100 

12.2 Does principal use 

Accommodation  ( 

high Cooperation and 

low confrontation ) as 

conflict management 

strategy 

SA 35 30.1 7 38.9 42 31.3 

A 27 23.3 6 33.3 33 24.6 

U 19 16.4 3 16.7 22 16.4 

DA 20 17.3 2 11.1 22 16.4 

SD 15 12.9 0 0.0 15 11.2 

TOTAL 116 100 18 100 134 100 

12.3 Principals do not use 

any of the above 

strategy  to manage 

conflict 

SA 4 3.4 0 0.0 4 3.0 

A 8 6.9 0 0.0 8 6.0 

U 20 17.2 0 0.0 20 14.8 

DA 43 37.0 10 55.6 53 39.6 

SD 41 35.3 8 44.4 49 36.6 

TOTAL 116 100 18 100 134 100 

 

The data in table 12, item 12.1 stated above illustrated that the majority of respondents on the  

level of opinions of principals and teachers about the  use of the avoidance strategy used  by the 

principals in the management of  conflicts in schools  shows  that 78 (70.1.8%) and 13(71.2%)  of 

teachers  and   principals responded  as high, respectively.  On the other hand, 15 (12.9%) and 

three (16.7%) respond as moderate; whereas, 23 (19.8%) and 10 (55.5%) replied low respectively.  



This reveals that about the use of the avoiding strategy used by the principals in the management 

of conflicts in schools was high. 

The data in table 12, item 12.2 stated above illustrated that the majority of respondents on the  

level of opinions of principals and teachers about the  use of the accommodation strategy used  by 

the principals in the management of conflicts in schools shows that  62(53.4%) and 13 (72.2%) of 

teachers and principals responded as high, respectively.  On the other hand, 19 (16.7%) and three 

(16.7%) respond as moderate; whereas, 35 (33.7%) and two (11.1%) replied low, respectively. 

This reveals that about the use of the accommodation strategy used by the principals in the 

management of conflicts in schools was high. 

Table 11 and 12 was focus on determining the extent of the principals‘ use the competition, 

Compromising, collaboration, accommodation and Avoiding strategies in the management of 

conflicts in the secondary schools. 

The analyzed data from questionnaire revealed that the principals use the competition, 

accommodation and avoidance strategy is higher than compromising and collaboration conflict 

managing strategy. 

An interview held with woreda education office heads that secondary school principals  use 

conflict management strategy to manage conflict in their school also gives the following responses; 

― Mister A and Mister D said that most of them solve conflicts through 

discipline and management committee, while Mister B said that principals use 

avoiding as a conflict management strategies, while Mister C said that Some of 

principals use competition as a strategy, where as Mister E and Mister F said 

that accommodation methods are implemented in some school.‖ 

It can be conclude that the data from quantitative and qualitative analysis shows that the secondary 

school principals use most of them the following conflict management strategy to manage conflict 

that is competition, accommodation and avoidance strategy. 

The following suggestions have been given through interview respondents relating to the aspect of 

reducing cause of conflict; Identify the problem then set appropriate strategies. The principals 

should have enough ability and knowledge to lead the schools by having training,  

There should be exercise justice and equal serving in the school and make transparency in all 

activity of school. From the responses given, it could be concluded that the use of conflict 

management strategies by principals to resolve conflicts are low as using win-win approach and it 

varies from school to school. Therefore, the school principals aware and develop the knowledge 

and the skills of managing conflict 



                                                                     CHAPTER FIVE 

 
Summary of Findings, Conclusions and Recommendations 

 
On the basis of the analysis and interpretation of the data gathered from questionnaires and 

interviews, the following summary, conclusions and recommendations were made 

5.1 Summary of Findings 
 
 
The focus of this study was to determine the major problems that bring about conflicts between 

school principals and teachers, with particular reference to some selected secondary schools in 

Arada sub city of Addis Ababa.  

I. The study established that the most common types of conflicts in secondary schools in Arada 

Sub-City were grouped into three areas;-Conflicts in secondary schools were caused by inadequate  

teaching and learning materials, the lack of provision of resources on time and Shortage and unfair 

allocation of resources  as institutional related cause; Lateness to school and absenteeism from 

work, unfair decision and punishment as work related cause and poor communication and absence 

of participatory decision making process as leadership causes are the major one.  

II. The main effects of conflicts in secondary schools were reducing teacher‘s motivation and 

decrease cooperative learning. It can be conclude that the data from quantitative and qualitative 

analysis shows that the  major effects of conflict between teachers and principals are reducing 

teachers motivation and decrease cooperative learning 

III. The extent of the principals uses of conflict management strategies in the management of 

conflicts in the secondary schools were competition, accommodation and avoidance strategy is 

higher than compromising and collaboration conflict managing strategy. The major strategies used 

by principals are avoidance (stay away from or withdrawing from conflicts).  

Awareness should be raised for principals and teachers related to effective conflict resolution at 

schools so that each one can be involved in the process. Necessary precautions should be taken 

prior to conflict situations so that conflicts related to leader, school environment (institution) and 

work related negatively affect and reduce teachers motivation and decrease cooperative learning.  

 



 
 

5.2 Conclusion 
 

In the light of statistical analysis, the following conclusions were made based on the findings of the 

study:  

The study therefore established that the causes of conflicts in secondary schools were 

lateness to school and absenteeism from work, unfair decision and punishment, poor 

communication and absence of participatory decision making process are the major one. The study 

also identifies that the effects of conflict between teachers and principals are reducing teachers 

motivation and decrease cooperative learning. It can be conclude that the data from quantitative 

and qualitative analysis shows that the secondary school principals use the following conflict 

management strategy to manage conflict that is competition, accommodation and avoidance 

strategy is higher than compromising and collaboration conflict managing strategy. 

5.3 Recommendations 
 

The following recommendations were made based on the findings of the study under each basic 

questions;- 

1. What are the major conflict generating sources between school principals 

and teachers? 

 The school principals should try to find out the major cause of conflicts in 

secondary schools and involve all the education stakeholders in the school in 

order to enhance discipline for effective conflict management strategies to be 

put in place. 

 The school principals should practice active listening and communication skill 

because poor communication were as a source of conflict in the study 

 Absenteeism is a major work place sources of conflict and teachers absenteeism 

affect academic achievement so that the minister of education should develop 

the following strategies to minimize teachers absentee: motivate teachers to 

develop internal motivation and social prestige and recognition, pension and 



other non salary benefits such as health insurance, and  provide professional 

growth through performance.  

 To avoid inadequate teaching and learning material, the school principals should 

prepare any necessary teaching materials before the schooling is started by early 

procurement method at preparation stage. 

 The school principals make the decision process fair and participatory through 

involving the teachers in different committees. 

 The school leaders should not goes to punishment rather should create a room 

for open discussion and coaching system.  

2. What are the effects of conflicts? 

 Improve teacher‘s motivation through material, monitory and by using other incentive 

mechanism such as appreciating teachers‘ efforts inside and outside the classroom and 

acknowledging their contributions, and also provide non salary benefits such as health 

insurance, and provide professional growth through performance. 

  Teachers must be engaged in cooperative learning and sharing ideas through 

professional discussion and training. So that the school should facilitate teacher to work 

together to perform academic tasks in group. 

 

3. How far principals using conflict management strategies to mange conflict 

effectively? 

 

 Our educational system requires reducing the violence in schools and providing a safe, 

secure, and caring environment. 

  Principals should seek to address interpersonal conflicts before they develop into 

serious problems.  

  Principals should be educated on the negative implications in the use of the avoiding 

strategy. Avoiding strategy represents low degree of assertiveness and low degree of 

cooperativeness between principals and teachers. 

 The school leaders should use collaboration and accommodation conflict strategies to 

mange conflict between teacher and principals than mostly using compromising and 



avoiding. They should be situational in using the different conflict management 

strategies. 

 There is needed to have trainings on conflict resolution techniques in schools to assist 

in management of conflicts. 
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APPENDIX 1 

 

 
ADDIS ABABA UNIVERSTY 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

 Department of Educational Planning and Management 

A questionnaire to be filled by instructional leader (main and vice principals) and teachers. 

General description 

Dear respondents: 

This questionnaire is designed to assess the major problem that influence principals- teachers 

conflict. The information gathered through this questionnaire will be used by the researcher for 

strictly academic purpose. Your careful   and honest responses determine the success of the study. 

Thus you are kindly requested to complete the questionnaire carefully and honestly your responses 

will be kept confidential. Please read the instructions in each item in the questionnaire carefully 

before you give response. 

N.B 

-No need of writing your name 

 

                                                              Thank you for your cooperation in advance!!! 

 

 

 

 

 

 

 

 

 

 



PART ONE  

 

Direction:-Indicate your response by putting this mark ()on the space provided 

 

1. Background Information of Respondent 

 

1.1 Name of School ------------------------------   , your present position-------------------- 

1.2 Sex-----------------         Male -----          Female -------- 

1.3 Qualification:         Diploma-------( BA/BEd/BSc) Degree -----------(MA/MSc.) Degree------ 

Any other --------- 

 

1.4 Area of your specialization  

 

                      Educational leadership ----------- 

 

                      Natural science------------------  

 

                      Social science/language ----------- 

 

If others specify   --------------    

1.5 Work experience: -    Below 5 years ------- 

Between 6-10 years----- 

Between 11-15 years 

Between16-20 years----- 

Above 20 years -------- 

 

 

 



PART TWO 

Below are tables that consist of item that show the cause of conflict, effects of conflict and conflict 

management strategies in your school. Each table contains five responses. Please indicate the 

extent to which each statement represents your school by putting tick marks () in one of the 

boxes against each item. 

 

 Rating scale 

5=Strongly Agree (Very High),     4= Agree (High),    3= Undecided (Medium), 

2= Disagree (Low),          1= Strongly Disagree (Very Low) 

 

2.1 causes of conflict between principal and teacher 

A) Indicate the extent to which Institutional related cause of conflict between school principal and 

teacher  

S/N              ITEM 

 

RESPONS 

SA=5 A=4 UD=3 DA=2 SD=1 

1 Lack of provision of resources on time,      

2 Shortage and unfair allocation of resources      

3 Un-conducive work environment       

4 Inadequate teaching and learning materials      

 

 

 

 

 

 



B) Indicate the extent to which work related cause of conflict between school principal and teacher  

S/N 

 

ITEM RESPONS 

SA=5 A=4 UD=3 DA=2 SD=1 

1 Lack of preparation of lesson plans      

2 Lateness to school and absenteeism from work      

3 Unfair scheduling of time table      

4  Poor accountability and responsibility      

5  Unfair rewards systems      

6 Unfair decisions      

7 Punishment      

 

    C) Indicate the extent to which leadership related cause of conflict between school principal and 

teacher                                  

S/N              ITEM RESPONS 

SA=5 A=4 UD=3 DA=2 SD=1 

1  False reports from leaders      

2  Poor communication      

3 Misinterpretation of rules and 

regulation 

     

4 Lack of school leadership 

competences and skills 

     

5 Absence of participatory decision 

making process 

     

6 unfair selection of teachers for 

training 

     

 

 

 



1. Can you list other sources of conflict between teachers and school principals? 

-----------------------------------------------------------------------------------------------------------------------

----------------------------------------------------------------------------------------------------------------- 

2.2The effects of conflicts between principal and teacher                                             

 Indicate the extent to which the effects of interpersonal conflicts between principals and teachers 

in secondary schools?                               

S/N ITEM RESPONS 

SA=5 A=4 UD=3 DA=2 SD=1 

1 They have the  effect on students' achievement      

2 Reduce teachers   motivation      

3 Decreased over all school  performance       

4 Increased hostility and aggressive behavior      

5 Decrease  co-operative learning      

6 Development of frustration 

 

     

 

1.Can you list other effects of conflict between teachers and school principals? 

 

 

 

 

 

 

 

 

 



 

2.3 Conflict management strategies 

Which conflict management strategy used by principals to establish and maintain positive   

interpersonal relationships with teachers and to manage conflicts in their schools effectively? 

S/N ITEM RESPONS 

SA=5 A=4 UD=3 DA=2 SD=1 

1 Using  Competition (a win-or loss style) as the 

conflict management strategy 

 

     

2 Does principal use Collaboration ( a Win-win style)   

as conflict management strategy 

     

3. Does principal use Compromising (a Lose-lose 

style) as conflict management strategy 

     

4. Does principal use Avoidance ( an ignorance) as 

conflict management strategy  

     

5. Does principal use Accommodation  ( high 

cooperation and low confrontation )as conflict 

management strategy 

     

6. Principals do not use any of the above strategy  to 

manage conflict 

     

 

1.In your experience, and opinion how principals manage  conflict between school principal and 

teacher  in the secondary school?  

-----------------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------------ 

 

 

 



APPENDIX 2 

ADDIS ABABA UNIVERSTY 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

Department of Educational Planning and Management 

            Interview Question for Woreda Education Office Head  

Dear Respondent,  

This interview is intended for collecting data on the   major conflict generating factors in 

secondary schools of Arada Sub-City . The required data is of vital importance for the success of 

this study which is a partial fulfillment for a master‗s degree. As such, the value of this interview 

relies on your genuine responses. The information gathered through this interview will only be 

used strictly for academic purposes and will be kept confidential.  

Thank you in advance for your cooperation  

Part I  

1.Background Information  

      1.1 Name of Woreda ----------------------------------------- 

1.2 Sex ----------- 

1.3 Age ----------------- 

 1.4 Year of experience as head of education office ---------school principals ---------------- 

1.5 Qualification ----------------specialization----------------- 

Part II 

 

2.1In your experience, and in practice, what are the major cause of   conflict between school 

principal and teacher in the secondary school?  

 

-------------------------------------------------------------------------------------------------------------------- 

-------------------------------------------------------------------------------------------------------------------- 

-------------------------------------------------------------------------------------------------------------------- 

 

 



2.2What are the negative effects of conflict in secondary school?  

 

----------------------------------------------------------------------------------------------------------------- 

------------------------------------------------------------------------------------------------------------------- 

-------------------------------------------------------------------------------------------------------------------- 

 

2.3 What do you suggest to reduce or eliminate those causes of conflict and the effects of conflict 

you mentioned above? 

--------------------------------------------------------------------------------------------------------------------- 

-------------------------------------------------------------------------------------------------------------------- 

------------------------------------------------------------------------------------------------------------------- 

 

2.4 Do you observe that secondary school principals use conflict management strategy to manage 

conflict in their school? Please list the conflict management strategy applied by principal? 

(You can select and explain from the list of strategies: -Avoiding, accommodating, competing, 

compromising, and collaborating.) 

 

--------------------------------------------------------------------------------------------------------------------- 

 

--------------------------------------------------------------------------------------------------------------------- 

 

 

Thanks a lot!! 

 

 

 



 

 

 


