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Abstract 

The purpose of this study was to assess Conflict Management Practices in Government Secondary Schools in 

Limmu Woreda of East Wollega Zone. In order to attain the objective of the study, a descriptive survey 

design was materialized. A descriptive survey design is preferred for this study as it is the most ideal for 

gathering original data for purposes of describing certain perceptions, opinions, attitudes, relationships and 

orientations. Data were gathered from 103 respondents (i.e. 83 teachers, 12 administrative staffs and 

supervisors, 4 parent student teacher associations and 4 kebele training board). Questionnaires and interview 

were the instruments used for data collection. The quantitative data obtained using the survey questionnaire 

was processed using SPSS Version -20. The qualitative data obtained through interview was analyzed by 

categorizing thematically and interpreted qualitatively by integrating with the quantitative data. The 

computed data affirmed that discrimination problems ranked as the first major source of conflict in the 

schools. Disciplinary problems, unfairly treatment of individuals and Administrative incompetence of Head 

teacher were rated as the second, third and fourth conflict generating factors in the study area. The finding of 

the study further showed that some of the respondents perceive conflict as bad, negative and destructive that 

must be avoided rather than managing conflict for benefit, but majority of respondents said that if effectively 

and positively managed, conflict is useful and not always bad. Integrating and Collaboration were ranked 

as the first & the second prominently used conflict management styles in the schools under study 

respectively. In contrast, compromising, dominating and withdrawing were reported as the third, fourth and 

fifth conflict management styles consecutively. Educational leaders could have the opportunity to apply 

different conflict resolution strategies. Besides, they might know that conflict is the basis of organizational 

change and development. On the contrary, some of sample respondents feel that conflict is avoidable and 

hence, they view it as bad, negative and destructive; despite the fact that considering it as positive indicator 

of innovations and development. The study showed that. Conflicts have both positive and negative outcomes. 

The negative outcomes include: create distrust, destroy morale, psychological exertion, decrease 

productivity, produce irresponsible behaviors, deepen differences, hinder cooperative actions, job 

dissatisfaction, lost academic hours and create turnover respectively. Whereas respondents opinion result of 

positive consequence were increase involvement, improve problem solving quality, initiate growth, increase 

productivity and provide more spontaneity in communication. Therefore, it is recommended that seminars, 

training should be organized for members of school community on communication aspects and conflict 

resolution. 

 

Key Words: Conflict, management, practice 
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CHAPTER ONE: INTRODUCTION 

 

1.1 Background of the Study 

In our day to day routines we will face and disagree with individuals, leaders, School leaders, government 

executives, and other parties so as to achieve a certain desired goal for both the public and the private 

interests. Among this schools are mission centers for the teaching and learning process. In the process of 

learning and teaching, there is always a day-to-day interaction in order to realize educational objectives. 

When people interact with one another, it is natural for conflicts to occur. Hence, it is possible to say that 

conflict exists in situations where people with differing views and interests interact with one another and 

unless properly handled, such conflict can negatively affect the realization of the intended objectives 

(Ayelew, 2000). 

Conflict occurs among organizations, within organizations, among the members of an organization and 

within the personality of each individual because presence of conflict is an everyday reality (Ayalew, 2000). 

Managers have to be comfortable with conflict dynamics in the work place and know how to best deal with 

them. This includes being able to recognize situations that have the potential for conflict and address them in 

a ways that will best serve the needs of both the organization and the people involve (H.J Schermerhorn, 

2011). Conflict by itself is neither good nor bad. However, the manner in which conflict is handled 

determines whether it is constructive or destructive (Owens, 1998). 

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). 

The nature and types of conflicts that occur in secondary school administration vary from one school to 

another. In that way conflict may have either a positive or a negative effect on school performance, 

depending on the nature of the conflict and how it is managed (Armstrong, 2009). 

Ability to manage or resolve conflict is therefore important for school leaders for smooth running of the 

school. Like other organizations, conflicts are inevitable in schools due to the collection of people with 

diverse personalities. Conflict may be destructive if it leads to ineffective communication breakdown and 

work relationships, tension, argument, low performance of team members and hostility which in turn affects 

the smooth running of the schools (Bano, 2013). However, if conflicts are properly handled, benefits may 

accrue; contributing to solidarity within conflicting groups and reconciliation of legitimate interests where, in 



11  

turn, relationships are strengthened, there is enhanced identification of problems and solutions, increased 

knowledge/skill, and peace is safeguarded (Bano . 2013). Ability to manage or resolve conflict is therefore 

important for school leaders for smooth running of the school. 

However, when ineffective management strategy is used, undesirable outcomes such as strikes, 

demonstrations, destruction of property, poor performance, emotional stress, and misallocation of resources, 

absence and frustration may occur (Athiambo & Simatwa, 2011). 

The basic aim of educational management is to ensure that effective teaching and good quality learning take 

place in school settings. Thus, administrative tasks undertaken by those who deal with the responsibility of 

running the school must contribute to this aim. One such task relates to managing conflicts that surface in the 

course of running the school. Unless educational managers learn to deal with conflicts, it is impossible to get 

a smooth and progressive operation of schools (Kinard, 1988). 

Effective educational managers are problem solvers rather than problem makers. Therefore, as long as there 

are interactions in school organization and conflict is unavoidable, effective management is essential and the 

managers or principals are expected to know the factors that generate conflict and the possible means of 

handling them for smooth operation of schools. To this end, the student researcher would try to focus on the 

understanding of the conflict, the major causes that initiate conflicts between teachers and principals and the 

way conflicts are managed with particular reference to schools in East Wollega zone Limu Woreda 

secondary schools. . 

1.2 Statement of the Problem 

In Ethiopia, many efforts have been made to improve and to reduce the prevalence of conflict in schools 

especially in secondary schools since 2007. However it is still unmanageable for Ethiopia. As opposed to this 

efforts, the schools are becoming the womb of conflict to disagree with individuals (students among 

themselves, teachers and students, teachers among themselves, teachers and principals and extra) or against the 

government. This study intended to describe cause of conflict, types of conflict, conflict management 

practices and conflict resolution strategies in secondary schools of East Wollega Zone Limu Woreda 

Secondary schools. The study has chosen educational institutions because these institutions are the most 

important types of organizations as indicated by Balsvik (2007), in the development of a nation. It has been 

observed that, most of the schools conflicts between teachers and heads of schools, teachers and students, 

teacher to teachers occurred often (Haki Elimu, 2007). Mosha, (2006) Studies focusing on conflicts show 

that working with peoples in the organizations involves dealing with many different kinds of problems. 

Gebretensay (2002) assessed factors of conflict between teachers and educational managers on secondary 
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schools, concluded that poor communication styles, outdated rules, and inefficiency of educational managers 

were some of the sources of conflict. Robert and James (2001) also examined „Conflict Across 

Organizational Boundaries‟ specifically the nexus between managed care organizations and health care 

providers using boundary-spanning theory as a framework. The result of the study revealed that 

organizational power affects behavioral responses whereas status differences and negative interactions affect 

emotions. 

Since Schools as institutions have a great role in psychosocial and economic growth of the country, 

protecting them from such challenges may have irreplaceable importance to get advantages from them. 

However, conflict is disturbing the social behavior and cooperation of these institutions. 

Rahim (2001) stated that studies have shown that many managers and administrators do not attempt to 

understand and deal with conflicts functionally; rather they tend to avoid or terminate them. Today, a 

moderate level of conflict in organizations with a proper handling is considered to be important for effective 

performance (Jehn, 1999). In spite of this progressive understanding, Rahim (2001) laments that the tendency 

of firms for reduction or termination of conflicts appears to remain unchanged. This fact implies that conflict 

in organizations is an area that needs further investigation for organizations could learn more from the 

findings and thereby improve their performances by using conflicts functionally. 

Onoyume (2007) show that when conflict is not adequately resolved, or when there is undue delay in 

resolution of conflict, properties, lives and academic hours of unimaginable magnitude are lost Fekru (1993) 

based on MOE reports identified the following major conflict generating factors: Dissatisfaction of some 

teachers and other workers, unnecessarily dominating (authoritative) principals, dissatisfaction in performance 

evaluation systems, improper distribution of class load etc. Since conflict is natural in any organization, the 

management must rationally deal with it so as to create ways 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 in school, and to determine which strategies are used to manage and resolve such 

conflicts. 

Even though many attempts were made in different region of our country, nowadays, it is common to hear of 

the existence of conflicts in schools of East Wollega Zone. Therefore, the major purpose of this study was to 

investigate the causes of conflict that initiate conflicts in schools and its management strategies in Limu 

woreda secondary school of East Wollega Zone.  
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Also, there seems to be a frequent occurrence of conflicts in secondary schools of East Wollega Zone. Efforts 

would be made to examine what strategies are employed to handle conflict in schools. Therefore, in order to 

achieve these objectives, attempts was made to seek answers for the following basic questions. 

 What was the major cause of conflict in East Wollega in Limu woreda secondary government schools? 

 What conflict management strategies do school principals would use to manage conflict? 

 What would be the effects of conflicts on secondary schools‟ activities performance? 

 How conflict is perceived and managed in Limu woreda secondary schools? 

 
1.3 Objective of the Study 

1.3.1 General Objective 

The general major objective of this study is was to investigate cause of conflict and to justify how to manage 

it in secondary school of East Wollega zone in general and Limu secondary schools in particular. 

1.3.2 Specific Objectives 

More specifically, the study was aimed; 

 
 To identify the major sources of conflict in East Wollega Zone Limu Woreda secondary schools. . 

 To describe the major type of conflict management strategies in Limu Woreda secondary schools. 

 To mention the consequence of conflict in Limu Woreda secondary school activities performance. 

 To distinguish the difference perceptions in the use of conflict management practices in Limu Woreda 

secondary school activities performance. 

1.4 Significance of the Study 

The role of school leaders in conflict management and resolution is 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 create ways 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 in the school, and to determine which strategies are used to manage and resolve 

such conflicts. 

Schools are the major social institutions where by the teaching and learning process takes place. Therefore, 

problems which affect the Smooth operation of the school need to be carefully examined. Appropriate 

strategies also need to be assessed in order to overcome disruptive problems. Besides, principals by virtue of 

their position are key people for smooth running of schools. They are working constantly with teachers and 

other school community and can only achieve maximum efficiency when the relations with teachers are at 
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satisfactory level. Hence, peaceful co-existence between teachers, school community and principals should be 

encouraged in order to set not conducive environment for teaching and learning process. 

Therefore, the study would be important. 

 
 May indicate the magnitude and sources of conflict so that educational leaders may use it as input when 

designing educational programs. 

 May support educational managers to get some insights about the current practices and conflict handling 

mechanisms in Government Secondary Schools of East Wollega Zone Limu Woreda. 

 May help other researchers who are interested to study on the same problem as source of information. 

1.5 Delimitation of the Study 

Conflicts are becoming realities at all levels of the school system and all over the country. It would be more 

generalizable if attempts made to examine conflicts at all levels of the school system and in all regional states 

of the country, however, this would be difficult due to the fact that the student researcher is a full time worker 

and the study needs massive budget. Due to this reason, the study was delimited to secondary schools of East 

Wollega Zone of the Oromia regional state. There are 4 secondary schools in government Secondary schools 

of Limu Woreda and the entire secondary schools were be selected as a sample. The results of the study 

would be generalized to all the Limu woreda Secondary schools. 

Besides, to make the study more manageable, it is decided to delimit to cause, perception, management 

strategies and effect of conflicts in secondary schools of East Wollega zone. 

1.6. Limitations of the Study 

From the negligence of some respondents; they didn‟t fill out the questionnaire giving the necessary attention 

to it. The other limitation was that some respondents lacked sufficient information to answer some questions 

and thus they guessed for the answers, which affected the quality of the result of the study. 

1.7. Organization of the Study 

This research comprises of five chapters. The first chapter presents an introductory part, which consists of 

background of the study, statement of the problem, objectives of the study, research questions of the study, 

significance of the study and delimitation of the study. The second chapter presents literature review, where 

theoretical concepts and empirical findings of previous studies related to the topic are reviewed. The third 

chapter deals with the research design and methodology, source of data, sampling design and data collection 

methods of the study. The fourth chapter deals with data analysis and interpretation while the last chapter 

five presents summary, conclusion and recommendation of the study. 
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1.8. Operational Definition of key Terms 

Conflict: - Is a disagreement between two or more organizational members or group arising from the fact 

that they must share scarce resources or work activities and/ or from the fact that they have different status, 

goals, values or perceptions (Attner, 1989). 

Conflict Management: The act of resolving disagreement 

 
Head teacher: Refers to head of Institution. For example head master, head mistress or principal in the 

schools under investigation. 

Interpersonal Conflict: Disagreement between different persons over an issue. 

 
Misunderstanding: refers to misinterpretation, disagreement and or quarrel among the education stake 

holders in public secondary schools in the district. 

Principal- The person who is in charge of the school or the leader of the school. 

 
Public school: refers to a school that receives government support and its operations controlled by the 

government for example, posting of teachers and funding in the schools under investigation. 

Resolution Techniques: Refers to the measures employed to resolve conflicts when they occur in public 

secondary schools so as to minimize and possibly eliminate them 

Secondary school: - is a two- year- duration of streamed education that ranges from grade 9 to 10 (MOE, 

1994:14-15). And the teachers in this case are those who teach at this level and the schools are government 

schools. 
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CHAPTER TWO: REVIEW OF RELATED LITERATURE 

2.1 The Conceptual Framework of Conflict 

Cannie and Sasse (2002) defined conflict as a disagreement or struggle between two or more people. On 

the other hand, Kupparum (2010) describes that, conflict is the process in which one party perceives that 

its interests are being opposed or negatively affected by another party. Conflict is perception, so it exists 

whenever someone believes or feels that another person or group might obstruct its efforts. Emphasizing 

this Getachew (2011) describes that, there are various definition of conflict; all of them imply that conflict 

is a disagreement between two or more people or group of people concerning matter or matters and that it 

involves the blocking of goals. The deliberate blocking of goals may be active or passive. 

2.2 Types of Conflict 

Conflict may be viewed as occurring along cognitive (perception), emotional (feeling), and behavioral 

(action) dimensions. This three-dimensional perspective can help us understand the complexities of 

conflict and why a conflict sometimes seems to proceed in contradictory directions (Mayer, 2001). 

According to Kirkwood (2002), various types of conflict that exist in organizations include data conflicts, 

structural conflicts, relationship conflicts, and interest conflicts. Conflicts can lead to disputes, grievances, 

lawsuits, complaints, strikes, and disciplinary actions. Conflict can occur at a number of levels of human 

functioning. Conflict in any organization can occur at several levels 

2.2.1. Intrapersonal Conflict 

Rue and Byars (2009), intra personal conflict is internal to the individual. It is probably the most difficult 

form of conflict to analyze. It can result when barriers exist between the drive and the goal or when a 

motive is blocked before the goal is reached, frustration and anxiety can occur. The barrier can be either 

overt rules or procedures or hidden mental hang ups. When a barrier exists, people tend to react with 

defense mechanism, which are behaviors used to cope with frustration and anxiety. Intrapersonal conflict 

is caused by poor person- environment fit, poor time management underestimation or overestimation of 

skills, and assigned tasks that do not bring much goals, interests, values or abilities, lack of confidence, 

feeling of powerlessness and the likes (Hanson,1996). 

2.2.2 Interpersonal Conflicts 

Conflicts occur due to: 1) differing work roles and work load, 2) individual differences on values, goals 

and needs, and 3) individuals competing for resources, such as, promotions or work assignment (Kipruto 

& Kipkemboi, 2013).. Interpersonal conflicts resulting from personality variables such as dislikes, distrust, 

or prejudice usually hinder group performance (Nzuve, 2007). When interpersonal conflict occurs, people 
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are more concerned with gaining advantage over others than with task performance. 

According to Taştan (2002) it will be best to mention two factors causing interpersonal conflicts in people‟s 

lives. The reason for young individuals having interpersonal conflicts is the worry to achieve what they 

wish for themselves, and the ways and diversity of the relationships they have to pursue in order to get 

along with others. The assertive, self-sufficient, defensive attitude that emerges as a result of individuals act 

with the urge of satisfying their own needs causes conflicts both within the individual and between 

individuals. 

The outbreak reasons of interpersonal conflicts may originate from personal factors like cognition, 

perception, emotion, non-conscious needs, and communicative skills, or cultural factors, real differences, 

social and physical environments or the quality of the message given in the communication process 

(Dökmen, 2004). Conflicts among individuals are naturally inevitable, as they differ from each other, in 

every aspect of these factors. 

2.2.3 Intra-group Conflicts 

May occur due to disagreement or differences among group members or sub-groups regarding the goals, 

functions or activities of the group Saddler (1998) describes as largely interpersonal conflict between 

persons in a group. Interpersonal conflict is always present in groups because individuals differ in terms 

of values, beliefs, attitudes and behavior. As a result some people are more attracted to some than to others. 

The better underlying relationships, the easier it is for people to work together. Conflicts in small groups 

can, however, play a constructive role since it can stimulate creativity and renewal in that they start to 

communicate and work together as a unit. Working together, promotes the spirit of good human relations 

including respect, caring and love among them. This implies that intra-group conflict occurs among group 

members and involves clashes among some or all processes and effectiveness. 

2.2.4 Inter-Group Conflicts 

It is a conflict which tend to develop when there is „us against them‟ for example, departments or levels 

of decision making. Hence, groups see each other as enemies and tend to become hostile; in-turn, positive 

relationship decrease (Ramani & Zhimin, 2010). Intergroup conflict refers to differences and clashes 

between groups, departments, or divisions within an organization (Hellriegel and Slocum, 1982). 

According to these writers, the causes of intergroup conflicts are: 1) task interdependency; 2) task 

dependencies; 3) inconsistent performance criteria and rewards; 4) intergroup differences; and 5) 

problems in sharing scarce common resources. Various reasons are cited in reference to conflict in any 

work setting (Makori & Onderi, 2013). For example, Uchendu et al. (2013) noted factors, such as; scarcity 

of resources, task interdependence, role and goal incompatibility, formal and informal group opposition, 
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communication problems, poor academic performance, and bad political interference. 

Another source of conflict is activity or performance of one person in a group that affects the subsequent 

performance of other members (Makaye & Ndofirepi, 2012). Inter-group conflict may arise in situations 

where conflicting goals, task dependency, dissimilar work orientations, competition for limited 

resources, and competitive reward systems exist (Adler, 2008). 

However, literature shows that conflicts have functional (valuable) and dysfunctional (destructive) effect 

on organizations (Uchendu, 2013; Msila 2012). According to Robbins (2003) conflict in an organization 

has got two possible outcomes. This outcome may be functional in that the conflicts results in an 

improvement in the group performance or dysfunctional in that it hinders group performance. The 

researchers agree that the consequences of conflict maybe based on the type and intensity of conflict, the 

context, and the characteristics of the individual exposed to it. 

2.3 Cause of Conflict 

Conflict in schools may arise in different forms. For instance, Teachers do not seem to get along with 

administrators. They do not want to follow school rules and regulations. On the other hand, educational 

leaders (principals) seem to put pressure on teachers for the uninterrupted operation of the school work. 

As a result, it is now common to speak about the usual occurrence of conflict between administrators and 

teachers. Recognizing the fact that conflict is useful to organizational needed changes by itself is not 

enough. In fact, managers of educational institutions and other organizations must also accept that conflict 

may be harmful. 

Researchers have indicated that conflicts are realities in Ethiopian schools. In line with this, Fikru (1993) 

based on MOE reports identified the following major conflict generating factors: Dissatisfaction of some 

teachers and other workers, unnecessarily dominating (authoritative) principals, dissatisfaction in 

performance evaluation systems, improper distribution of class load etc. In addition to being the 

antecedent for negotiation, conflict may also arise during negotiation (Msila, 2012). Msila, (2012) 

identify several sources of conflict such as goal incompatibility, unavailability of resources, performance 

expectations and organizational structures. He argues that goal incompatibility occurs when there is a 

lack of agreement concerning the direction of evaluating task accomplishment. Bankouskaya (2012) 

ascertains eight structural aspects of an organization that are recognized as the causes of conflict: 

specialization, common resources, goal differences, interdependence, authority relationships, status 

differences, jurisdictional ambiguities, and roles and expectations. 

Basically, the factors of organizational conflict in school can be classified into two main categories: 

structural factors and personal factors, (Johdi & Apitree, 2012). 
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2.3.1 Structural Factors 

The structural factors relate to the nature of the organization and the way in which work is organized (Johdi 

& Apitree, 2012). These include administration incompetence, specialization, and in-discipline among the 

teachers, status differences, sharing resources, goal differences and poor working conditions. Some 

conflict situations among the school personnel are a result of the head‟s leadership style. Dick & Thodlana 

(2013) revealed that much of the school management practices was characterized mainly by dictatorial 

tendencies reinforced by top-down chain of command with inflexible administrative mandates from higher 

levels of authority enforced with harsh consequences for any form of dissent. Often there is underlying 

tension between school heads and teachers because most people do not like being told what to do as is 

usually the case with an overly strict and autocratic school head who is frequently in conflict with the 

teachers (Johdi & Apitree, 2012). 

Conflict can result when an experienced teacher must work with a novice who has good theoretical 

knowledge but few practical skills (Shahmohammadi, 2014). For example, a long-serving teacher in the 

school who is familiar to teach in the old way will have a conflict with young newcomer teacher who has 

an advanced technique of teaching, (Shahmohammadi, 2014). The young teachers may perceive the elderly 

teachers as old fashioned. The two different perceptions of teaching held by the recently graduated young 

teachers and by the experienced long serving teachers may result in conflict when the two groups are 

unwilling to work together. 

Dick & Thodlana (2013) argue that in schools it is not feasible for all departments to get a budgetary 

allocation of funds that enable the departments to purchase all their requirements. Hence some are likely 

to get more and others less. This inequitable distribution of scarce resources creates conflict between 

departments, teachers and between departments and school management (Kipkemboi and Kipruto, 2013). 

Similarly, lack of adequate physical and financial resources was also noted as one of the major factor that 

influenced management conflicts (Kipkemboi & Kipruto 2013). Kipkemboi & Kipruto (2013) posited that 

some conflict among the school personnel sometimes is a result of inadequate school resources. In some 

cases heads of schools are blamed for the lack of teaching and learning resources resulting in conflict 

between school administration and teachers or parents. 

Madziyire (2010) contend that schools are complex and dynamic places where teachers and departments 

develop different ways of doing their work hence develop different and incompatible goals which increase 

the chances of conflict among staff members. Schools are composed of teachers with differences in age, 

cultural backgrounds, ethics, and values, beliefs, goals, attitudes, socio-economic status and political 

persuasions hence there is bound to be conflict when such teachers come to work together with their 
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perceptions on issues is different( Shahmohammadi, 2014). Madziyire (2010) posit that such incompatible 

activities and goals exist among the teachers in the education system from time to time. 

2.3.2 Personal Factors as Sources of Conflict 

The personal factors relate to differences between organizational members (Johdi & Apitree, 2012). The 

most common personal factors associated with personal conflict are the level of skills and abilities, 

different personalities, poor communication, favoritism at work and feeling insecure at work by leadership. 

Teachers as human beings have different personalities which result in them doing things differently. These 

diverse personalities can create the potential for conflict (Ndhlovu 2006). Johdi & Apitree (2012) admitted 

that different personalities are a reality in any group setting, including the school workplace as there always 

seems to be one co-worker who is difficult to get along with. There are some people who are generally 

referred to as difficult to deal with. G. & A. Partners (2010) identified the following as the difficult people 

to deal with in conflict resolution: the bulldozer, the exploder, the complainer, the abrasive person and the 

staller. The bulldozers are those that are abusive and abrupt while the exploders are those that burst in 

emotions and are filled with rage. The wet blanket are the pessimistic, they always believe things will never 

work as long as there has been a conflict. The “know it all” are those that call themselves experts in all 

matters while the abrasive person is often hardworking and achievement oriented, but critical and 

insensitive to others‟ feelings and finally the stalkers are the habitually indecisive. 

Another common cause of conflicts poor communication, which can lead to misunderstandings and allow 

barriers to be erected Shahmohammadi, (2014).  Johdi & Apitree (2012) contend that both too little and 

too much communication can lead to conflict. They argue that when there is too little communication, 

teachers and departments do not know enough about each other‟s intentions, goals and plans and 

coordination can become difficult and misunderstandings are more likely to occur which can result in 

conflict. 

According to Johdi & Apitree (2012) too much communication on the other hand can result in 

misunderstandings that cause conflict too. Shahmohammadi (2014) contend that perhaps the easiest way 

to prevent conflict is to ensure good communication. The school head therefore needs to constantly meet 

with all sectors of the institution to speak out and set the record straight to avoid distortions that may lead 

to conflict Madziyire (2010) 

2.4 Consequences of Conflict 

Consequences of conflict can be classified as positive and negative. Positive conflicts open up an issue in 

a confronting manner, develop clarification of an issue, improve problem solving quality, increase 

involvement, provide more spontaneity in communication, initiate growth, and strengthen a relationship 
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and increase productivity. On the contrary, negative conflicts divert energy from real task, destroy morale, 

polarize individuals and groups, deepen differences, obstruct cooperative actions, produce irresponsible 

behaviors, create suspicion and distrust and decrease productivity (Ratzburg, 2005). 

Onoyume (2007) in his book showed that when conflict is not adequately resolved, or when there is 

undue delay in resolution of conflict, properties, lives and academic hours of unimaginable magnitude 

are lost. Delay in resolution of school conflict has resulted in disruptions of academic calendars leading to 

economic as well as psychological exertion. Snodgrass and Blunt (2009) assert that unmanaged conflict 

can create dysfunctional schools which deprive learners of their rights to citizenship through free and equal 

education. 

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. According to 

Johdi et al (2012) unresolved conflicts can lead to job dissatisfaction, high absenteeism and turnover, 

prolonged disruption of activities, and lack of concerted effort by organization members. 

2.5 Conflict Management 

Preedy (2004) argues that the heads or principals of secondary schools are responsible for every event or 

occasion at their service area; this can be in any form whether productive or unproductive given that it has 

happened at their service premises. He shows that since conflicts at any given institution are inevitable, 

thus the first responsible person to deal with them are the secondary school heads, are the ones who can 

report and search for advice in case the degree of conflict is not manageable at their capacity level . 

Therefore the nature of a leader, and the position, role and power of the leader differ between schools and 

between systems in which the school heads handle conflicts in their school (Preedy, 2004). 

Conflict resolution is an important area that calls for professional development among the participants. 

The participants showed that they lacked negotiation and mediation skills when conflict situations arose. 

Many school principals lack the capacity to manage conflicts and this can be detrimental to organizational 

growth. Foley (2001) states that in a time where many schools support collaboration, conflicts are bound 

to happen. Foley (2001) argues: Principals and teachers may experience conflict due to unclear parameters 

of their roles in a collaborative-based system, presence of competing responsibilities (for example, 

instruction of class vs. making time for team planning), and overload of tasks due to inadequate time, 

energy or resources (Cliff, 1992). Thus conflict resolution skills may be a prerequisite skill for 

administrators supervising collaborative based programming. 

School managers in “conflict schools” will face mammoth task as they try to be effective. It is also 
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important to note that the leader‟s philosophy will influence how they react to conflict; some perceive it as 

something to be avoided at all costs while others see it as an aspect that is necessary to propel change and 

foster organizational regeneration (Corvette 2007).Corvette (2007) it is the perception or belief that 

opposing needs, wishes, ideas, interests, and goals exist that create what we commonly call conflict. 

Conflict is everywhere, and it is inevitable. It arises from many sources. In addition to being the antecedent 

for negotiation, conflict may also arise during negotiation. The subject of conflict is large and complex. 

Conflict if misdiagnosed, can lead to a spiral of antagonistic interaction and aggravated, destructive 

behavior. 

Okumbe (2008) indicated that personnel management was very important if learning activities have to 

succeed in schools. In managing personnel, there is need for head teachers to attract human resources 

required by their schools. It is not enough to acquire the personnel. It is also important to develop, motivate, 

and retain the human resource. There is need to ensure that the organizational climate enhances employees‟ 

mutual relationship and co-operate effort. He asserts that the success of the organization depended entirely 

on how effectively its human resource is managed. 

In conflict management, researchers argue that successful principals and other school leaders should learn 

to lead and manage (Makaye& Ndofirepi, 2012). The researchers stated that performing management 

functions is a continued activity for every head teacher who faces responsibility and is hampered by time. 

However, different conflict management techniques are often used. According to Bano et al. (2013) school 

managers may place emphasis on changing school structure or process. For example, some strategies may 

include increasing the degree of interaction, changing the reward system or appointment a neutral third 

party. 

2.6 Conflict Resolution Strategies 

According to Browarys and Price (2008) the management strategies that could be used to resolve conflicts 

include: compromise, collaboration, accommodation, coercion, confrontation, reconciliation, control of 

rewards, and climate of trust, formal authority, effective communication and avoidance. Also they base 

their approaches on the principles of authority and unity of command to eliminate conflicts. 

Collaboration: A win/win strategy based on problem solving where the interests of all parties can be 

met. This approach results in maintaining strong interpersonal or intergroup relationships while ensuring 

that all parties achieve their interests. 

Compromise: A mini-win/mini-lost strategy based on a solution that partially satisfies the interests of 

the parties involved. This approach results in the parties‟ attempting to win as much as possible while 

preserving the interpersonal or inter-group relationships as much as possible. Compromising strategy is a 
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middle of the road strategy that gets every one talking about issues and moves one closer to each other 

and to a resolution. In compromise, each person has something to give and something to take. 

Accommodation: A yield-lose/win strategy wherein one party yields to the other party (or parties) to 

protect and preserve the relationships involved. Integrating strategy focuses on gathering and organizing 

information; at the same time, it encourages creative thinking and welcomes diverse perspectives. This 

strategy enable parties involve in conflict to pool all their information together, put their differences on 

the table and examine them along with any data that might contribute to a resolution. This leads to the 

development of alternative solution which addresses all parts of the conflict, other than the initial 

solutions of the parties. 

Controlling: A win/lost strategy based on imposing a particular preferred solution on the other party (or 

parties). This approach results in sacrificing the interpersonal or intergroup relationship to achieve a 

desired outcome, regardless of the consequences to the other party (or parties).Dominating strategy is used 

by the school manager to resolve the conflict by dictating what the subordinates will do. 

Avoiding: A lose/lose strategy based on withdrawing and choosing to leave the conflict. This approach 

results in abandoning both the desired outcome and the relationships involve. Conflict avoidance occurs 

when one party in a potential conflict ignores the conflicting issues or denies the significant of the conflict 

to his life. It is a way of not addressing the conflict, or a tactical way of postponing the conflict for a better 

time, if at all such time will come. Note that in this situation, the principal or teacher is unassertive, and 

uncooperative. 

2.7 Conflict Management Models 

An authentic conflict resolution program contains two key elements: 1) the principles of conflict resolution 

(separate the people from the problem; focus on interests, not positions; invent options for mutual gain; 

and use objective criteria as the basis of decision-making); and 2) a problem-solving process (negotiation, 

mediation, or consensus decision making; Crawford & Bodine, 1997). These two components are common 

factors in the following four approaches to conflict resolution currently used in the schools: 

1. Process Curriculum - a specific time (e.g., separate course, distinct curriculum, and daily lesson plan) is 

dedicated to teaching conflict resolution. 

2. Mediation Program - adults and/or students who are trained in conflict resolution principles and the problem 

solving process of mediation act as neutral third-party facilitators to help disputants reach a resolution. 

3. Peaceable Classroom - conflict resolution is integrated into the core curriculum and classroom management. 

Peaceable classrooms form the foundation for the peaceable school. 

4. Peaceable School - all members of the school community (teachers, staff, students, administrators, and parents) 

receive training in conflict resolution (Crawford & Bodine, 1997). 
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There are four basic approaches to conflict management programs in the United States Traditionally, 

student peer mediation programs have been the most popular form of conflict management. However, 

teachers are increasingly recognizing the importance of implementing programs that use conflict 

management skills to address classroom management challenges and to enhance the teaching of core 

academics. These four models include: 

1. Curriculum Infusion 

2. Mediation Programs 

3. Conflict Management as a Classroom Management Strategy 

4. A Comprehensive Conflict Management Approach 

2.7.1 Curriculum Infusion 

Curriculum infusion is the process of taking any subject area and learning opportunity to teach the conflict 

concepts and conflict management lessons in that material. Teachers include conflict management 

principles and skill-building activities into the curriculum to provide students with the opportunity to learn 

to: understand and analyze conflict; recognize the role of perceptions and biases; identify feelings; identify 

factors that cause escalation; handle anger and other feelings appropriately; improve verbal 

communication skills; improve listening skills, identify common interests; brainstorm multiple solutions; 

evaluate the consequences of different options; and agree on win- win solutions. Teachers can include 

these skills in all subjects including art, health, language arts, reading, speech, writing, math, music, 

physical education, science, and social studies (Crawford & Bodine, 1997). 

Curriculum Infusion materials have been developed for specific areas like language arts (the Stories Project 

from Educators for Social Responsibility (ESR) and in science (Workable Peace from MIT). They may 

include negotiation Skills (e.g., Program for Young Negotiators), Bullying Prevention (e.g., Steps to 

Respect), and Social and Emotional Learning and Conflict Management (Second Step). Teachers report 

that the inclusion of conflict resolution principles in the classroom helps students obtain a better 

understanding of the relationship between academics and the real world. Conflict management skills are 

basic life skills that young people need to master in order to perform well academically and understand 

complex social issues in the 21st century. 

2.7.2 Mediation Programs 

These programs use mediation as the primary conflict resolution process. Mediation is commonly 

described as a voluntary process in which a neutral third party, without any power to impose a resolution, 

works with the disputing parties to help them reach a mutually acceptable resolution of their dispute. These 

may include: 
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 Peer mediation programs: Student peer mediation programs train students to guide students through the 

mediation process. In some programs students are the mediators and in others, adults are the mediators. In 

order to achieve the most optimal results in one‟s school when incorporating a peer mediation program, the 

national standards for peer mediation should be followed. These standards were devised by expert 

educators, researchers and practitioners across the U.S. based on lessons learned through research and 

evaluation of these programs over the last two decades (Crawford & Bodine, 1997). 

 Cadre programs: These are independent groups of students trained as mediators. 

 Curriculum linked: This may include an entire mediation class or the curriculum teaches students 

(non -mediators) about mediation so they can better use the peer mediation program and develop 

their own skills. 

 Service Learning/Community Linked: High school or middle school peer mediators work with 

adult mediators in community settings and/or they train elementary school mediators. 

 Truancy Mediation: In this approach, adult mediators are used to mediate cases where students are 

truant. Tries to identify causes of truancy and negotiate alternatives for addressing the reasons 

students are not attending class. 

 Special Education: In Special Education Mediation adults are trained to mediate disputes between 

parents/guardians and representatives from the school when there is disagreement or conflict about 

the form and nature of special services needed by a child. There is a national mandate related to 

the use of mediation to address disputes regarding special education in the classroom. 

2.7.3 Peaceable Classroom (Conflict Management as Classroom Management Technique) 

Conflict management can also be part of a teachers‟ classroom management style. The effective resolution 

of many classroom conflicts does not require the active involvement of teachers. In these situations, 

students can solve their own disputes provided that they have been taught basic problem-solving skills. 

Teachers can use age appropriate problem-solving models to teach all students in their classrooms how to 

use these skills on their own to resolve simple disputes. If students experience a non-threatening 

classroom environment where cooperation is encouraged, trust is promoted and group interaction is 

frequent, they will have more opportunities to practice and reasons to choose non-violent conflict 

resolution strategies over aggression and violence. 

One approach for using conflict resolution in the classroom is the “Conflict Resolution Corner” model. 

This model suggests that as conflicts arise, teachers can refer disputing students to a designated location 

within the classroom that contains information that reminds the students of the ground rules and steps for 
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effective problem solving. Age appropriate negotiation models can be used. 

Another approach is to establish a classroom mediation program. This approach requires the teacher to 

teach all students conflict management skills, to choose a specific conflict management process, and set 

up a system for using these skills to resolve classroom conflicts. If peer mediation does not resolve the 

conflict, the teachers determine to appropriate next steps for resolution of the issue. 

Class meetings: Time is set aside in class – generally 20-30 minutes, for a classroom discussion involving 

students on important decisions such as: bullying, teasing, cheating, etc. This helps students become more 

involved in constructive decision-making in their classrooms and schools, and helps educators build a 

climate of trust and respect while helping students contribute to the school environment in a significant 

way leading to more attachment to school. 

Advisories are a form of classroom meeting to build student/teacher connections and create a sense of 

community within secondary schools. Advisories can be conducted in a variety of ways and are usually 

combined with time in students' home room. They are conducted to foster better understanding among 

students and/or to address specific issues. Curriculum Infusion is a fundamental component of a peaceable 

classroom. This may include integrating theory and skills of conflict management across subject areas for 

all students and/or conflict management infusion into co-curricular activities. 

2.7.4 Peaceable School Programs (Comprehensive Conflict Management Programs) 

The most effective school conflict management program is comprehensive, which means the entire school 

community is knowledgeable about and regularly use “win/win” approaches when attempting to address 

conflicts. A comprehensive program offers members of the whole school community the opportunity to 

learn, practice, and model effective conflict management skills (Crawford & Bodine, 1997). 

The peaceable school approach includes the use of mediation, curricular infusion, the peaceable classroom, 

as well as the entire school community being trained in and utilizing the concepts and skills of conflict 

management in the daily operations of the school. The peaceable school approach is complementary to 

other types of safe and supportive learning environment programs such as restorative justice and bullying 

prevention. Restorative Justice Models consist of a whole school process that is based upon the philosophy 

based on the use of reconciliation rather than punishment. The Olweus program, as well as other bullying 

prevention programs, stresses the need for the entire school to be involved in establishing bullying 

prevention and eliminating bullying cultures (Crawford & Bodine, 1997). 
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CHAPTER THREE: RESEARCH DESIGN AND METHODOLOGY 

3.1 Research Design 

The descriptive survey design is preferred for this study as it is the most ideal for gathering original data 

for purposes of describing certain perceptions, opinions, attitudes, relationships and orientations that are 

held by a population too large to observe directly such as the one under study (Tshuma & Mafa in 

Tichapondwa2013). The descriptive survey research design also enable the researcher to obtain in-depth 

information, extract patterns and compare relationships between the variables and facilitate generalization 

of one‟s findings to the larger population (Maree, 2007). The use of the descriptive survey in this study 

facilitates objectivity and helped the researcher develop an understanding of the world as it is‟ „out there‟‟, 

independent of the researcher‟s personal bias, values and idiosyncratic notions (Maree, 2007). 

The design of research used to study the problem is descriptive survey design. This method would be 

selected because the nature of the problem needs wide description and investigation. Also it helps to make 

detailed analysis of existing phenomena with the intent of employing data to justify current conditions. 

3.2 Sample Size and Sampling Techniques 

Population of the study are school principals, vice principals, teachers, chairman of school managing 

committee (PTA) and kebele training board (KTB). 

The population and sample schools are determined on the basis of the year 2011 first quarter report (fact 

data) of East Wollega Zone Limu woreda education office. According to the report there are 4 secondary 

schools in Limu woredas which are staffed by 87 teachers. To achieve this, Purposive sampling technique 

was employed to choose four Schools. From the 4 schools; teachers 83 (100%) of teachers, Principal 

4(100%), vice principal 4(100%), were selected based on available sampling techniques. Parent teacher 

association 4(100%), school board chairman 4(100%), 2 (100%) supervisors and 2 (30 %) Woreda 

Education officers were selected purposively because of their importance for the provision of relevant 

information for the study. Totally 103 respondents are contacted for the matter of data gathering during 

the process of the study. 

3.3 Data Gathering Instruments 

The study employs two major instruments in data collection. These includes both questionnaire and 

interview. 

3.3.1. Questionnaire 

The main data collection tool for this study would be questionnaire. The questionnaire comprises both 

closed-ended and open-ended items. Questionnaire is a fast way of obtaining data as compared to others 
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instruments (Mugenda, 2003).and they give the researcher comprehensive data on a wide range of factors. 

The questionnaire items will be prepared and administered to teachers and vice principals. This instrument 

would be selected to collect relevant factual information, opinions and attitudes from relatively large 

number of respondents. 

3.3.2 Interview 

Interview questionnaire was employed to collect information from principals, Kebele training board 

chairman and PTA. This is because they are small in number to be covered and possible to get more 

information from them. 

3.4 Data Collection Procedures 

In each school data from each stratum are collected through questionnaires separately. Questionnaires 

disseminated and collected with the help of school principals or vice principals or any volunteers as 

facilitators. Respondents are allowed to administer the questionnaire by themselves without the 

interference of facilitators. Only volunteers are made to provide responses through questionnaires. 

Necessary appointments are arranged with the respondents especially for the interviewer. Guidelines are 

prepared for interviews. 

In effort of collecting the relevant data from respondents, the ethical considerations and legal constraints 

that could/ hamper the research process should be given due attention. 

3.5 Validity and Reliability Check   

Validity is concerned with the question „am I measuring what I intend to measure?‟ Validity is that quality 

of a data-gathering tool/instrument that enables it to measure what it is supposed to measure. This was 

censured by making sure the questionnaire has objective questions. According to Cohen (2005), in 

quantitative data validity might be improved through careful sampling, appropriate instrumentation and 

appropriate statistical treatments of the data. Therefore, the researcher tries to make the study valid by 

preparing the questioners based on the review of literature on this study. 

Pilot test of questionnaires would be conducted in Anger Gute secondary school for ensuring the clarity 

and reliability of the items before distribution. Anger Gute is found in East Wollega zone Gida Ayana 

woreda and it is not selected as sample school. The reason why Anger Gute Secondary School was selected 

is that because of its proximity to the student researcher‟s work place. 

Reliability is concerned with the question „does the instrument yield the same or similar results 

consistently?‟ Reliability is the degree of consistency that the instrument or tool demonstrates on repeat 

trials (Mugenda 2003). 
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The researcher conducted Pilot test with the view of testing the practicality of the data collection 

instruments, detecting and improving the defects of the instruments and computing the reliability of the 

questionnaire scales. DuPlessis and Hoole (2006) suggested that a pilot test allows the researcher to 

compute the scale‟s reliability, check whether the questionnaire‟s length, wordings, instructions are 

adequately enough to complete the questionnaire and determine the initial response rate. 

Accordingly, pilot test was conducted in Gida Ayana woreda Secondary School that was not included in 

the sample schools. A pilot study was conducted as a preliminary step to avoid errors. Its main objective 

was to detect possible weakness related to ambiguity due to poor instrumental formulation and enable the 

researcher to make the necessary corrections and adjustments. To this end, the draft questionnaires would 

be administered to 11 randomly selected teachers, 2 school leaders 2 PTSA & 2 KTB of Gida Ayana 

woreda secondary school. 

3.6 Technique of Data Analysis 

The method to be employed in the analysis of data in the study was primarily descriptive statistical methods 

of data analysis. The quantitative data obtained using the survey questionnaire was analyzed using SPSS 

Version -20. The qualitative data obtained through interview was analyzed by categorizing thematically 

and interpreted qualitatively by integrating with the quantitative data. Data from each level would search 

to gain in-depth knowledge of what conflict meant to each stratum of the population and its causes in the 

sampled schools. These would help the researcher to analyze the data from the sample and to draw 

conclusions about the larger population. 

3.7 Method of Data Analysis 

The collected data were analyzed both quantitatively and qualitatively. The analysis of the data was based 

on the responses that were collected through questionnaires, interviews, and document analysis. The 

qualitative data collected from different sources were summarized, categorized and coded to suit for 

analysis. The data collected through questionnaire (the quantitative one) was processed and analyzed using 

Statistical Package for Social Science (SPSS) version 20 likes tools percentage, mean and standard 

deviation used to analyze the data. The output of the data was presented appropriately depending on the 

respondents‟ response. The end result was presented in written form and in the form of table. This is made 

possible owing to descriptive statistics that was appropriately used for the understanding the main 

characteristics of the research problems. Percentage was computed to analyze the background information 

of the respondents.  

On the other hand, the data that was obtained from open items, interviews and document analysis was 

analyzed qualitatively by transcribing respondent‟s ideas and views through narrations, descriptions and 

discussions. Thus, analysis of data was easier through transcribing and coding data.     
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Finally data presentation, analysis, and interpretation, and conclusions and recommendations drawn used 

by analyzed data out come. 

3.8 Ethical Consideration 

To make the research process professional, ethical consideration were made. The researcher informed the 

respondents about the purpose of the study i.e. purely for academic; the purpose of the study was also 

introduced in the introduction part of the questionnaire and subject‟s confidentiality was protected. In 

addition to this they were informed that their participation in the study was based on their consent. The 

research has not personalized any of the respondent‟s response during data presentations, analysis and 

interpretations. Furthermore, all the materials used for this research have been acknowledged. 
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UNIT 4: PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

This chapter discusses about presentation, analysis and interpretation of data. The target population was 

school leaders. Analysis and interpretation of the data gathered by different instruments, mainly 

questionnaire and unstructured interview and the summary of the quantitative data has been presented by 

the use of tables and various statistical tools. Similarly, the qualitative data were organized according to 

the themes, analyzed and used to strengthen or to elaborate quantitative one. Because the research design 

is descriptive design, thus the qualitative data is used to support the result obtained from the interpretation 

of the quantitative data.    

4.1 Demographic Characteristics of Respondents 

Table 1: Personal Information of the respondents 

No Items Alternatives Frequency Percent Valid % Cumulative % 

1. What is your sex? Male 78 75.7 75.7 75.7 

Female 25 24.3 24.3 100.0 

Total 103 100.0 100.0  

2.  How old are you? Below 25 years 21 20.4 20.4 20.4 

26-35 years 39 37.9 37.9 58.3 

36-50 years 33 32.0 32.0 90.3 

Above 51 years 10 9.7 9.7 100.0 

Total 103 100.0 100.0  

3. What is your Religion? Christian 26 25.2 25.2 25.2 

Muslim 56 54.4 54.4 79.6 

Others 15 14.6 14.6 94.2 

Total 6 5.8 5.8 100.0 

4. What is your marital 

Status? 

Single 26 25.2 25.2 25.2 

Married 56 54.4 54.4 79.6 

Divorced 15 14.6 14.6 94.2 

Widowed 6 5.8 5.8 100.0 

Total 103 100.0 100.0  

5. What is your level of 

education? 

Diploma 3 2.9 2.9 2.9 

BA/BSC/BED 88 85.4 85.4 88.3 
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MA/MSC 12 11.7 11.7 100.0 

Total 103 100.0 100.0  

The above table discusses the percentage of the respondent‟s response in relation to their personal 

information.  

According to the above table seventy-eight 78(75.7%) and twenty-five 25(24.3%) were male and female 

respondents respectively. From this one can conclude that majority of the respondents were male 

population. Therefore, it is understood that the number of males exceed the number of female participants.  

Concerning the age characteristics of the populations 21(20.4%) of the respondents age were below twenty 

five years of age while 39 (37.9 %) of the respondents age were ranges between 26-35 years of age. In 

addition, about 33 (32.0%) of the respondents age were ranges in between thirty six to fifty years of age 

and about 10 (9.7 %) of the respondents age exceeds fifty one years of age. From this one can conclude 

that majority of the respondents age were ranges in between twenty sixty to thirty five years of age followed 

by respondents age between thirty six to fifty years of age. 

Moreover, the table also discusses about the religion of the respondents. Accordingly, 64(62.1%) and 26 

(62.1%) of the respondents were Christians and Muslims respectively while the rest 13(12.6%) were others 

religion followers. From this one can conclude that majority of the respondents were Christians. 

As can be shown from the above table, 26(25.2%) and 56(54.4%) of the respondents were single and 

married respectively. In addition, 15(14.6%) and 6(5.8%) of the respondents were divorced and widowed 

respectively. From this one can infer that majority of the respondents were married followed by single 

respondents. 

Finally, the table also gives the detail of the educational background of the respondents 3(2.9%) of the 

respondents were diploma holders while 88(85.4%) of the respondents were firs degree holders and the left 

12(11.7%) of the respondents were MA/MSc or second degree holders. From this one can conclude that 

majority of the teacher respondents were first degree holders followed by second degree or masters 

holders. 

4.2 Sources of conflict 

This section of the thesis deals with major sources of conflict. The participants were asked the extent to 

which they agree or disagree to each of the items given in the table. The outputs of SPSS given in the table 

are mean and standard deviation of each item. The result of the table has also been described under the 

table.  
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Table 2: Major sources of conflict 

 

 Items N Mean Std. Deviation 

1. Administrative incompetence of 

Head teacher 

103 3.4175 1.33962 

2. Misunderstanding 103 3.6990 1.25897 

3. Dominating power 103 3.2913 1.44596 

4. Discrimination 103 3.9903 .99504 

5. Unfairly treatment of individuals 103 3.8738 1.11742 

6. Incompatible goals, values 103 3.2816 1.28656 

7. Aggressive behavior 103 3.6408 1.27460 

8. Lack of participatory decisions 103 4.0097 .96503 

9, Disciplinary problems 103 3.9320 1.07796 

 Valid N (list wise) 103   

The items of the questionnaire given in the above table were asked seeking information in relation to level 

of respondents‟ major sources of conflict.  

Accordingly, the means of items 2, 4, 5, 7, 8 and 9 are 3.69, 3.99, 3.87, 3.64, 4.00 and 3.93 respectively. 

These means of the stated items fall in the highest level of likert scale that shows the respondents agree to 

the ideas given in each of the items. The results show that majority of the respondents said that 

misunderstanding, discrimination, unfairly treatment of individuals, aggressive behavior, lack of 

participatory decisions and disciplinary problems are sources of conflict at a high level. 

On the other hand, means of items 1, 3, and 6 are 3.41, 3.29 and 3.28 respectively. These values are 

moderate. That means the extent to which majority of the participants of the study find the extent they find 

the items to be source of the conflict is moderate or medium. Majority of the respondents moderately 

agree to the items of Administrative incompetence of head teacher, dominating power, and incompatible 

goals, values are sources of conflict. 

From the above table one can infer that the administrative and behavioral source of conflict in the school 

is varied and diverse in nature. However, lack of participatory decision making and discrimination and 

disciplinary problems plays significant role being major source of conflict in administrative and behavioral 

source of conflict followed by unfairly treatment of individuals. Furthermore, aggressive behavior of 

administrative workers is also another source of school conflict. 

The information gathered through interview realizes that using force as a means of conflict resolution is 
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less at this time. If used, they are those unsuccessful leaders use this method, according to the interview 

respondents. Interviewees added that discrimination due to ethnicity, religion, and friendship problems are 

its major sources of conflict. That is why majority of the respondents rated this item.  

To sum up, in relation to the most prominently used conflict management style, the result of the present 

study verifies that accommodating, collaborating and dominating used as the third, fourth & fifth styles. 

Yet, both studies have similarity only in accommodating style. Therefore, as to the researcher, these 

differences might be happen due to the dynamic nature of conflicts, the uncertainty of things and since 

policy exists in context. 

In the table, it was observed that integrating style was a characteristic feature of all the three groups of 

respondents, while the teaching staff displays the greatest number. The leadership was characterized by 

the use of a high level of integrating style, collaborating style &compromising style& low level of 

withdrawing style and dominating style respectively,. The teaching staff displayed the use of a high level 

of dominating style and collaborating level of the practice & moderate level of Compromising, 

integrating & withdrawing of style. The school managing committee PTA & KTB illustrate their idea in 

the use of conflict management style integrating, collaborating & compromising at high level and 

withdrawing and dominating at low level. This group used a low level of compromising, dominating and 

avoiding styles. 

The use of dominating style was the highest in the teaching staff than in the other two groups. Contrary to 

this the use of integrating style was the lowest in the teaching staff than in the other two groups. 

The information gathered through interview realizes that using force as a means of conflict resolution is 

least at this time. If used, they are those unsuccessful leaders use the method, according to the interview 

respondents. 

To sum up, in relation to the most prominently used conflict management style, the result of the present 

study verifies that accommodating, collaborating and dominating used as the third, fourth & fifth styles. 

Yet, both studies have similarity only in accommodating style. Therefore, as to the researcher, these 

differences might be happen due to the dynamic nature of conflicts, the uncertainty of things and since 

policy exists in context. 

In the above Table 2 It was observed that integrating style was a characteristic feature of all the three 

groups of respondents, while the teaching staff displays the greatest number. The leadership was 

characterized by the use of a high level of integrating style, collaborating style &compromising style& low 
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level of withdrawing style and dominating style respectively,. The teaching staff displayed the use of a 

high level of dominating style and collaborating level of the practice & moderate level of Compromising, 

integrating & withdrawing of style. The school managing committee PTA & KTB illustrate their idea in 

the use of conflict management style integrating, collaborating & compromising at high level and 

withdrawing and dominating at low level. This group used a low level of compromising, dominating and 

avoiding styles. 

The use of dominating style was the highest in the teaching staff than in the other two groups. Contrary to 

this the use of integrating style was the lowest in the teaching staff than in the other two groups. 

4.3 Work and performance evaluation as related to source of conflict 

This section of the thesis deals with Work and performance evaluation as related to source of conflict 

major sources of conflict. The participants were asked the extent to which they agree or disagree to each 

of the items given in the table. The outputs of SPSS given in the table are mean and standard deviation of 

each item. The result of the table has also been described under the table. 

Table 3: work and performance evaluation related source of conflict 
 

No Items N Mean Std. Deviation 

1. Bad working environment 103 3.6699 1.06999 

2. Work overload 103 3.8835 .97318 

3. Lack of ability for particular job 103 3.6796 1.07752 

4. Poor performance evaluation result 103 3.6602 1.27228 

5. Overlapping responsibility 103 3.0777 .95681 

6. Unmet expectation about job 

assignment promotion or incentive 

103 3.8544 1.24780 

7. Competition for limited resource 103 4.2913 .90349 

 Valid N (list wise) 103   

The items of the questionnaire given in the above table were asked seeking information in relation to the 

respondents‟ attitude towards work and performance evaluation related source of conflict. 

In one hand, means of items 1, 2, 3, 4, 6, and 7 are 3.66, 3.88, 3.67, 3.66, 3.85 and 4.29 respectively. 

These values are high. That means the extent to which majority of the participants of the study agrees to 

the items fall in high level.  Majority of the respondents moderately agree to the items of bad working 

environment, work overload, lack of ability for particular job, poor performance evaluation result, unmeet 
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expectation about job assignment promotion or incentive, competition for limited resource are major 

sources of conflict as related to work and performance evaluation. 

On the other hand, the mean of item 5 is 3.07. These mean of the stated items fall in the moderate level of 

likert scale. The result show that majority of the respondents agree to the idea overlapping responsibility is 

moderately work and performance evaluation related source of conflict 

Here, we can see a difference in opinion between teachers and managers. Majority of the teachers i.e., 

believed that there is a poor evaluation system. But, it seems that educational managers were reluctant to 

accept this performance evaluation system in schools.  

Interview respondents said the reason why they are different in opinion seems that teachers always claim 

of the poor evaluation system which is irrelevant to the things they do. They also tend to feel that they are 

evaluated by people who do not know them well. However, school contexts show that most of the 

conflicts are existed in the form of insult and physical confrontations; in spite of the subject‟s response. 

From the above table one can understand that competition for limited resource, work overload and unmet 

expectation about job assignment promotion or incentive shares the highest percentage in contributing as 

source of work and performance evaluation related source of conflict. 

4.4 School Leaders Conflict Perception 

This section of the thesis deals with the way school leaders perceive conflict. The participants were asked 

the extent to which they agree or disagree to each of the items given in the table. The outputs of SPSS 

given in the table are mean and standard deviation of each item. The result of the table has also been 

described under the table.  

Table 4: perception of conflict 
 

No. Items N Mean Std. Deviation 

1. I believe that if conflict is effectively managed, it is a 

necessary precondition for creativity. 

103 2.5340 1.37780 

2. I believe that conflict fosters open-mindedness. 103 2.6796 1.42948 

3. I feel that conflict may facilitate change. 103 2.6214 1.23762 

4. I feel that in conflicts, someone will always get hurt 103 2.0485 1.16635 

5. Withdrawing or allowing another chances to comeback in 

the next year after punishment 

103 2.0000 1.12894 

6. Smoothing or tolerating minor mistakes after punishment 103 2.9126 1.26108 
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7. Forcing (dominating)or pressuring to accept what is 

decided before blindly 

103 2.2233 1.17099 

 Valid N (list wise) 103   

 

The items of the questionnaire given in the above table were asked seeking information in relation to he 

respondents‟ perception of conflict.  

Accordingly, the means of items 4, 5, and 7 are 2.04, 200, and 2.22 respectively. These means of the 

stated items show that the respondents agree to the ideas given in each of the items. The results show that 

majority of the respondents agree to the ideas that they feel that in conflicts, someone will always get hurt, 

withdrawing or allowing another chances to comeback in the next year after punishment and forcing 

(dominating) or pressuring to accept what is decided before blindly are the major ones.  

The means of items 1, 2, 3, and 6 are 2.53, 2.67, 2.62 and 2.91 respectively. These values are moderate. 

That means the extent to which majority of the participants of the study agrees to the items is moderate or 

medium. Majority of the respondents moderately agree to the items that they believe that if conflict is 

effectively managed, it is a necessary precondition for creativity, smoothing or tolerating minor mistakes 

after punishment, they feel that conflict may facilitate change and they believe that conflict fosters open-

mindedness 

From the above table one can conclude that there is various perception and understanding concerning 

conflict which is takes place at school level. Among these the major ones are smoothing or tolerating 

minor mistakes after punishment. Others argued that conflict fosters open-mindedness as well as may 

facilitate some change. Not only have these but others believed that if conflict is effectively managed, it is a 

necessary precondition for creativity. The interviewee also said that, if not fully managed or positively 

handled, conflict can hurt or offend one of the conflicting bodies. 

In the same table, respondents were asked to respond on the management of conflict .The majority of 

respondents said that if effectively and positively managed, conflict can pave the way to creativity and 

thinking in different way. The responses of the interview held with respondents also strengths this idea. 

That means, if participating bodies accept a conflict as it can be positive, it can enhance creativity and 

solving problem in different way. According to interview held with respondents the majority of 

respondents explained that conflict is not always bad. They said that conflict can create a debate; a debate 

can bring better ideas for work areas. 

4.5 School leaders conflict management styles 

This section of the thesis deals with the conflict management styles of school leaders. The participants 

were asked the extent to which they agree or disagree to each of the items given in the table. The outputs 



38  

of SPSS given in the table are mean and standard deviation of each item. The result of the table has also 

been described under the table 

Table 5: Conflict management styles 
 

No Items N Mean Std. Deviation 

1. Withdrawing or allowing another chances to comeback in the 

next year after punishment 

103 2.0000 1.12894 

2. Smoothing or tolerating minor mistakes after punishment 103 2.9126 1.26108 

3. Forcing (dominating)or pressuring to accept what is decided 

before blindly 

103 2.2233 1.17099 

4. Compromising or accommodating the whole or entire 103 2.5243 1.22750 

5. Collaborating or mixing different mechanisms together 103 2.5243 1.22750 

 Valid N (list wise) 103   

 

The items of the questionnaire given in the above table were asked seeking information in relation to the 

respondents‟ agreement on Conflict management styles.  

The means of 1 and 3 are 2.00 and 2.22 fall in the lowest level of likert scale. The results show that 

majority of the respondents agree to the ideas that withdrawing or allowing another chances to comeback 

in the next year after punishment and Forcing (dominating) or pressuring to accept what is decided before 

blindly are the major conflict management styles.  

The means of items 2, 4 and 5 are 2.91, 2.52, 2.62 and 2.52 respectively. These values are moderate. That 

means the extent to which majority of the participants of the study agrees to the items is moderate or 

medium. Majority of the respondents moderately agree to the items that smoothing or tolerating minor 

mistakes after punishment, compromising or accommodating the whole or entire, collaborating or mixing 

different mechanisms together are the conflict management styles they agree to moderately.  

From the above table one can understand that there are various mechanisms of school management style 

among these smoothing or tolerating minor mistakes after punishment and combining or mixing different 

mechanisms together should be the best way of school conflict management style. 

The information gathered through interview realizes that using force as a means of conflict resolution is 

least at this time. If used, they are those unsuccessful leaders use the method, according to the interview 

respondents. 

To sum up, in relation to the most prominently used conflict management style, the result of the present 

study verifies that accommodating, collaborating and dominating used as the third, fourth & fifth styles. 
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Yet, these differences might happen due to the dynamic nature of conflicts, the uncertainty of things and 

since policy exists in context. 

4.6 Economic consequences of conflict on school leaders 

This section of the thesis deals with the economic consequences of Conflict ob school leaders. The 

participants were asked the extent to which they agree or disagree to each of the items given in the table. 

The outputs of SPSS given in the table are mean and standard deviation of each item. The result of the 

table has also been described under the table. 

Table 6: Economic consequences of conflict 

 

No. Items N Mean Std. Deviation 

1. decrease time of work and study period allotted 103 2.5825 1.43161 

2. Lost academic hours on violent activities 103 2.4854 1.33478 

3 reduces cooperative actions for solving problems 103 2.4854 1.37102 

4. Turn over or leaving working and workplace 

simultaneously 

103 2.7864 1.44609 

5. Absenteeism or repetitive get off or turn off from work 103 2.4563 1.26628 

 Valid N (listwise) 103   

The items of the questionnaire given in the above table were asked seeking information in relation to the 

economic consequences of conflict.  

In one hand, means of items 1 and 4 are 2.58 and 2.78 respectively. These values are moderate. That 

means the extent to which majority of the participants of the study agrees to the items is moderate or 

medium. Majority of the respondents moderately agree to the items that the economic consequences of 

conflict are decrease time of work and study period allotted and Turn over or leaving working and 

workplace simultaneously.  

On the other hand, the means of items 2, 3 and 5 are 2.48, 2.48 and 2.45 respectively. These means of the 

stated items fall in the lowest level of likert scale. The results show that majority of the respondents agree 

to the ideas that lost academic hours on violent activities, reduces cooperative actions for solving 

problems and absenteeism or repetitive get off or turn off from work are Economic consequences of 

conflict. 

From the above table one can infer that turnover or leaving working and workplace simultaneously largely 

contributes the major source of economic consequences of conflict followed by decrease time of work and 

study period allotted. 

Some interviewers suggest positive consequence of conflict were school conflicts result in learning correct 
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behaviors, realizing mistakes, distinguishing different ideas, regarding events from multiple perspectives, 

developing new ideas and methods. School conflicts result in communication among the staff, better 

understanding of one another, respecting others‟ opinions, reaching a consensus and being persuaded. 

Positive organizational outcomes include realizing the problems, resolving existing problems, increasing 

competitive performance related to development of different, new solutions and reaching a common 

solution. Although conflicts are negative situations, they can also be beneficial for both the personnel and 

the organization. As a matter of fact, conflicts are constructive situations that increase the quality of 

decisions made by the personnel. 

4.7 Psychological consequence of conflict on school leaders 

This section of the thesis deals with the psychological consequences of Conflict ob school leaders. The 

participants were asked the extent to which they agree or disagree to each of the items given in the table. 

The outputs of SPSS given in the table are mean and standard deviation of each item. The result of the 

table has also been described under the table. 

Table 7: Psychological consequence of conflict 
 

No. Items N Mean Std. 

Deviation 

1. job dissatisfaction or inability to get pleasure from 

work and work environments 

103 3.0388 1.37143 

2. destroy morale or reduces self-confidence 103 2.2621 1.28308 

3. create distrust or creates lack of faith among peoples 103 2.5243 1.35650 

4. Causes psychological stress or anxiety. 103 2.6214 1.39408 

5. deepen or widens differences among peoples 103 2.2524 1.40530 

6. Produce irresponsible behaviors or displaying 

unexpected school characters 

103 2.4757 1.36371 

 Valid N (list wise) 103   

 

The items of the questionnaire given in the above table were asked seeking information in relation to the 

Psychological consequences of conflict. 

In one hand, means of items 1, 3 and 4 are 3.03, 2.52 and 2.62 respectively. These values are moderate. 

That means the extent to which majority of the participants of the study agrees to the items is moderate or 

medium. Majority of the respondents moderately agree to the items that the psychological consequences 

of conflict are job dissatisfaction or inability to get pleasure from work and work environments, 

psychological stress or anxiety, create distrust or creates lack of faith among peoples. 
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On the other hand, the means of items 2, 5 and 6 are 2.26, 2.25 and 2.47 respectively. These means of the 

stated items fall in the lowest level of likert scale. The results show that majority of the respondents agree 

to the ideas that destroying morale or reduces self-confidence, deepening or widens differences among 

peoples and producing irresponsible behaviors or displaying unexpected school characters are 

psychological consequences of conflict. 

From the above table one can infer that conflict can cause various psychological impacts on the school 

community. 

Also according to interview held with respondents the majority of respondents explained that conflict is not 

always bad. They said that conflict can create a debate; a debate can bring better ideas for work areas. 

Additional information from Interviewers School conflicts generate negative emotions in teachers and 

decrease performance. Negative emotions experienced by teachers are disappointment, unwillingness, 

insensitivity, stress, sorrow, tension and uneasiness. Factors that decrease teacher performance are related 

to feelings of dislike towards their profession, breakdowns in communication, breakdowns in morale-

motivation and forming groups with likeminded people.  

4.8 Effectiveness of school leaders in managing conflict 

This section of the thesis deals with the effectiveness of school leaders in managing conflict. The 

participants were asked the extent to which they agree or disagree to each of the items given in the table. 

The outputs of SPSS given in the table are mean and standard deviation of each item. The result of the 

table has also been described under the table. 

Table 8: Effectiveness of school leaders in managing conflict 

 

No. Most Applicable way of Conflict Resolution √ 

1. Involves all teachers in managing conflict  

2. Communicates well with teachers  

3. Takes sides in a conflict situation  

4. Looks for a fair solution in conflict situation  

5. Acts as a mediator  

6. Use conflict management techniques in finding a solution  

7. Strives for good interpersonal relationships with teachers  

 

As the result of interview held with respondents the school leaders do not involve all teachers in conflict 

management. They may include some teachers who they have a good relationship with. 

Concerning how the school leaders communicate conflict with teachers, almost the same as item 1, the 
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respondents replied that the leaders do not communicate with teachers. Item 3 asks whether school leaders 

take side or being biased in conflict management in schools, majority of the respondents said that the 

school leaders take side in managing conflicts. In the same way the result of interview also realizes that 

school leaders almost always take side in conflicts. As the interview respondents, the instability and long 

lasting and negative conflicts are the result of taking side of school leaders during conflict resolution. 

Concerning item 4 whether the school leaders looks for fair solution in conflict, there is no meaningful 

difference among respondents. That means the response of the respondents is equally distributed among 

the rating scale. 

On the same table, item 5 asks the respondents to rate their views on how the school leaders play a 

mediating role during managing conflict. The majority of the respondents said that there is no mediating 

role among school leaders during conflict resolution. This response is complimentary to items one and two. 

Item two of table 8 asks the respondents to respond on whether the school leaders use scientific conflict 

resolution methods to resolve emerging conflicts. The response of the majority respondents lies at the 

middle of the rating scale. The result of the interview showed that most of the school leaders do not use 

scientific conflict resolution methods. According to response given through interview, the majority of the 

school leaders use their sense rather than science in conflict management. 

Table 8 item seven asks the respondents to give their response on how school leaders strive for good 

interpersonal relationships with teachers. The majority of the respondents responded that, the school 

leaders want to create good and supportive interpersonal relationship among the school teachers and all 

the school community. According to the interview result, the school leaders want to eliminate conflict and 

create supportive school community. The problem is lack of skill and knowledge how to maintain 

interpersonal relationship among school teachers and the rest school community. 
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CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATION 

 

5.1 Summary 

The purpose of this study was to assess Conflict Management Practices in Government Secondary 

Schools in Limmu Woreda of East Wollega Zone. In order to attain the objective of the study, a 

descriptive survey design was materialized. A descriptive survey design is preferred for this study as it is 

the most ideal for gathering original data for purposes of describing certain perceptions, opinions, 

attitudes, relationships and orientations. The data gathered were analyzed using SPSS version-20 and 

computed by using mean and standard deviation. The computed data affirmed that discrimination 

problems ranked as the first major source of conflict in the schools. Disciplinary problems, unfairly 

treatment of individuals and administrative incompetence of head teacher were rated as the second, third 

and fourth conflict generating factors in the study area. The finding of the study further showed that some 

of the respondents‟ perceive conflict as bad, negative and destructive that must be avoided rather than 

managing conflict for benefit, but majority of respondents said that if effectively and positively managed, 

conflict is useful and not always bad. Integrating and Collaboration were ranked as the first & the second 

prominently used conflict management styles in the schools under study respectively. In contrast, 

compromising, dominating and withdrawing were reported as the third, fourth and fifth conflict 

management styles consecutively. Conflicts have both positive and negative outcomes. The negative 

outcomes include: create distrust, destroy morale, psychological exertion, decrease productivity, produce 

irresponsible behaviors, deepen differences, hinder cooperative actions, job dissatisfaction, lost academic 

hours and create turnover respectively. Whereas respondents opinion result of positive consequence were 

increase involvement, improve problem solving quality, initiate growth, increase productivity and 

provide more spontaneity in communication. Educational leaders could have the opportunity to apply 

different conflict resolution strategies. Besides, they might know that conflict is the basis of 

organizational change and development. On the contrary, some of sample respondents feel that conflict is 

avoidable and hence, they view it as bad, negative and destructive; despite the fact that considering it as 

positive indicator of innovations and development. Therefore, it is recommended that seminars, training 

should be organized for members of school community on communication aspects and conflict 

resolution. 
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5.2 Conclusion 

Moreover, according to the findings of the study, the following conclusions were made. 

 In secondary schools of East Wollega Zone discrimination, disciplinary problems, unfairly treatment of 

individuals, administrative incompetence of head teacher, dominating power, poor performance 

evaluation result& overlapping responsibility were source of conflict. 

 Responses from interview indicated that the less competent assigned principal(s) might be in one way 

or another is/are source of conflict in the schools. In one hand, teachers and administrative workers 

may think that they are guided by people who have no necessary competence. Principal(s) were not 

effective in handling disputes, as they should have to be. In addition to that, principal(s) may feel 

inferiority complex because there may be competent staff members with better performance and work 

experience who are more able to manage schools than he/she. Therefore, the assignment of less 

competent educational leaders could be another source of conflict generating factor in secondary 

schools. 

 Educational leaders could have the opportunity to apply different conflict resolution strategies. 

Besides, they might know that conflict is the basis of organizational change and development. On the 

contrary, some of sample respondents feel that conflict is avoidable and hence, they view it as bad, 

negative and destructive; despite the fact that considering it as positive indicator of innovations and 

development. 

 Participants were asked to respond on the perception of conflict they replied that conflict cannot be 

avoided and always bad. But despite the fact that conflict has its own positive parameters, some 

respondents view conflict as destructive and dysfunctional. In other words, some of the participants do 

not convinced by the positive outcomes of conflict. Conflict by itself is neither good nor bad. 

Integrating and collaboration were ranked as the first & the second prominently used conflict 

management styles in the schools under study respectively. In contrast, compromising, dominating and 

withdrawing were conceptualized as the third, fourth and fifth conflict management styles 

consecutively. Respondents were said that if effectively and positively managed, conflict can pave the 

way to creativity and thinking in different way. There was a significant difference in the use of conflict 

management styles among administrative workers (including principals), teachers and parent student 

teacher association (PSTA) and kebele training board (KTB). Accordingly, administrative and parent 

student teacher association (PSTA) and kebele training board (KTB) preferred integrating style while 

teachers were rated domination as the main conflict management styles used in the school. 

 Concerning how the school leaders communicate conflict, majority of the respondents were responded 

that the school leaders do not involve all teachers in conflict resolution. They may include some teachers 

which they have a good relationship with them. Leaders do not communicate with all teachers; the 

school leaders take side in managing conflicts. In the same way the result of interview also realizes 

that school leaders almost always take side in conflicts. As the interview respondents, the instability 
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and long lasting and negative conflicts are the result of taking side of school leaders during conflict 

resolution. 

 Respondent‟s opinion suggests that School conflicts have both positive and negative outcomes. The 

negative outcomes include: create distrust, destroy morale, psychological exertion, decrease 

productivity, produce irresponsible behaviors, deepen differences, hinder cooperative actions, job 

dissatisfaction, lost academic hours and create turnover respectively. Additional information from 

Interviewers School conflicts generate negative emotions in teachers and decrease performance. 

Negative emotions experienced by teachers are disappointment, unwillingness, insensitivity, stress, 

sorrow, tension and uneasiness. Factors that decrease teacher performance are related to feelings of 

dislike towards their profession, breakdowns in communication, breakdowns in morale-motivation and 

forming groups with likeminded people. 

 Whereas respondents opinion result of positive consequence were increase involvement, improve 

problem solving quality, initiate growth, increase productivity and provide more spontaneity in 

communication. If conflicts are managed properly some interviewers suggest positive consequence of 

conflict were school conflicts result in learning correct behaviors, realizing mistakes, distinguishing 

different ideas, regarding events from multiple perspectives, developing new ideas and methods. 

Recommendation 

Based on the conclusions made the following recommendations were made. 

 Awareness should be raised for all educators related to effective conflict management at schools so 

that each educator can be involved in the process. 

 Necessary precautions should be taken prior to conflict situations so that conflicts related to educators, 

school environment and students do not negatively affect the quality of education when managed 

effectively, conflicts can offer positive contributions to both school goals and to educators. 

 There is no one best way of conflict management strategy that fits to all situations. So, it is advisable 

for educational managers and leaders to have cooperative, collaborative and consultative conflict 

management skills that fit and satisfy a particular situation at a particular time. 

 Hence, in-service training courses and seminars should be organized so that teachers and principals 

can better understand school conflicts and manage them effectively. Respondents indicated that their 

principal(s) were less competent in handling disputes in the secondary school of East Wollega Zone. 

Therefore, it is recommended that seminars, training should be organized for members of school 

community on communication aspects and conflict resolution. 

 More research needs to be conducted in schools regarding the conflict management among school 

community. 

 The school administration should involve the students more in conflict management methods in public 

secondary schools to allow for the creation of positive students to students, students to teachers, 

students to administration and students to non –teaching staffs relationships. 
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APPENDIX A 

ADDIS ABABA UNIVERSITY COLLEGE OF EDUCATION AND BEHAVIORAL SCIENCE 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

(MA IN SCL Program) 

 

School of Graduate Studies College of Education and Behavioral Science Department of 

Educational Planning and Management Questionnaire to be filled by Teachers, Vice Principals, 

Principals Parent Teacher Association (Pta) and Kebele Traing Board (KTB). 

The purpose of this questionnaire is to gather relevant information on perception of conflict, its cause 

and its management strategies: Teachers, vice principals, principals, parent teacher association (PTA) 

and kebele training board (KTB) perception, the case of East Wollega Government Secondary Schools. 

I would like to assure you that this research is purely for academic purpose (Partial Fulfillment of the 

Requirements for the Degree of Master of Arts) and hence would not affect any one in any way as all 

the information will be kept confidential. Thus, your genuine response is crucial for the quality of the 

study. Therefore, the researcher kindly requested your cooperation to respond to the questions raised 

responsibly and honestly. 

General Direction 
 

Dear respondent, don‟t write your name 
 

Put (x) mark in the box to indicate your response Write additional opinion, if any, on the space provided 

Please follow instructions provided for each part. 

1. Demographic Information 
 

1. School Name:–––––––––––––––––– 
 

2. Sex: Male ------- , Female ------- 
 

3. Age: Below 25 -------, 26-35 --------, 36-50, 51 & above ------ 
 

4. Educational Level: Elementary----, Secondary ---, Diploma--- BA/BSC/BED ----, MA/MSC -- 

-- Others -------- 
 

5. Work Experience: 1-5 ---, 6-10---, 11-15---, 16 & above---- 

2. Sources of Conflict Assessment 

There are lists of statements describing the sources of conflict in the school organizations perceived by 

individuals here under. Thus, please indicate that to what extent you find each of them to be the 

sources of conflict. Give your best choice by putting (x) (under the numbers which represent: 

1=never, 2=almost never, 3=occasionally/ sometimes, 4=almost every time, and 5=every time. 
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Table 1: Administrative and behavioral Source of conflict 
 

No Source of conflict 1 2 3 4 5 

1 Incompatible goals, values,      

2 Administrative incompetence of Head teacher      

3 Misunderstanding      

4 Dominating power      

5 Discrimination      

6 Unfairly treatment of individuals      

7 Aggressive behavior      

8 Lack of participatory decisions      

9 Disciplinary problems      

 

Table 2: Work and performance evaluation related source of conflict 
 

No Perception of conflict 1 2 3 4 5 

1 Bad working environment      

2 Work overload      

3 Lack of ability for particular job      

4 Poor performance evaluation result.      

5 Overlapping responsibility.      

6 Unmet expectation about job assignment, promotion or incentive      

7 Competition for limited resource      

In your opinion what are the disciplinary problems in your school? 
 

-violating code of ethics, [ ] absenteeism, [ ] not to be punctual [ ] 

Who are usually involved in the conflict? 
 

School Administration [ ] Teachers [ ] Students [ ] 
 

You are kindly requested to add further information on the main sources of conflict on the space below: 

–––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––– 

–––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––– 

–––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––– 

–––––––––––––––––– 
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3. Perception on Conflict 

 

Here are lists of statements that are intended to assess your view towards conflict. Please put (x) infront of 

each statement under your appropriate choice of numbers which represent: 1=Strongly Agree, 

2=Agree, 3=Undecided, 4=Disagree, and 5=Strongly Disagree 

Table3: Perception of conflict 

 

No Perception of conflict 1 2 3 4 5 

1 I believe that conflict can be avoided at all.      

2 I feel that conflict is always bad, negative and destructive.      

3 There are some times when conflict can be desirable.      

4 I believe that if conflict is effectively managed, it is a 
necessary precondition for creativity. 

     

5 I believe that conflict fosters open-mindedness.      

6 I feel that conflict may facilitate change.      

7 I feel that in conflicts, someone will always get hurt      

Do you think that conflict can have functions? If your answer is “yes”, how? Or if “not” why? You can 

add additional information on perception of conflict 

4. Conflict Management Styles 

 

How do you respond to such situations? Reflect on such conflict situations you have had with others in 

your school organization. What are the techniques did your head of school use to resolve the conflicts 

for each statement, please put (x) (to show your choice below the numbers which represent: 

1=always, 2=usually, 3=sometimes, 4=rarely, and 5=never at all. 

Table4: Conflict Management Styles 

No Conflict resolution techniques 1 2 3 4 5 

1 Withdrawing      

2 Smoothing      

3 Forcing (dominating)      

4 Compromising      

5 Collaborating      

How do school heads effectively manage conflicts in their schools? 
 

(Choose one which mostly applicable in your school and put a circle to your appropriate response) 
 

a) Involves all teachers in managing conflict  

b) Communicates well with teachers  
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c) Takes sides in a conflict situation  

d) Looks for a fair solution in conflict situation  

e) Acts as a mediator  

f) Use conflict management techniques in finding a solution  

g)Strives for good interpersonal relationships with teachers  

 

Your organization invites external consultants when negation does not show results in solving internal 

conflict?    

Does your organization use the strategy of the Third Party Intervention in conflict management 

techniques?    

What conflict resolution Mechanism has the school Administration employed to reduce the occurrence of 

these conflicts? 

……………………………………………………………………………………………………… 

……………………………………………………………………………………………………… 

………………………………………………………………………………………………… 

What are your comments on the strategies used to resolve conflicts at your school? 
 

5. Consequence of conflict 
 

Do you think that conflict has negative &positive effects in your school academic performance? 
 

In your opinion if your answer in question no 1 is yes what are the negative effects of conflicts in your 

school performance from the following? Please put (x) in front of each statement under your 

appropriate choice of numbers which represent: 1=Strongly Agree, 2=Agree, 3=Undecided, 

4=Disagree, and 5=Strongly Disagree 

Table 5: Economic consequences of conflict 
 

No Items 1 2 3 4 5 

1 decrease productivity      

2 Lost academic hours.      

3 obstruct cooperative actions      

4 Turnover      

5 Absenteeism      
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Table 6: Psychological Consequence of conflict 

No Items 1 2 3 4 5 

1 job dissatisfaction      

2 destroy morale      

3 create distrust      

4 Psychological exertion.      

5 deepen differences      

6. produce irresponsible behaviors      

 

2. In your opinion if conflicts are managed carefully what are the effects of conflicts in your school 

performance from the following? (Choose one which is the positive effects of conflicts in your school 

and put a tick (√) to your appropriate response) 

 

No. Items √ 

1. A. improve problem solving quality,  

2. B. increase involvement,  

3. C. provide more spontaneity in communication  

4. D. initiate growth  

5. E. increase productivity  

1. Do you think conflict has effects in your school academic performance? ----------------- 

 

2. What are the effects of conflicts in your school performance? 
 
 

 

 

 

3. How does conflict influence teachers effectiveness in teaching and learning? 
 
 

 

 

4. What do you think are the mostly effects of conflicts in your school academic performance? 
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APPENDIX B 

The purpose of this questionnaire is to gather relevant information on perception of conflict, its cause and 

its management strategies: Teachers, vice principals, principals, parent teacher association (PTA) and 

Kebele training board (KTB) perception, the case of East Wollege Government Secondary Schools. I 

would like to assure you that this research is purely for academic purpose (Partial Fulfillment of the 

Requirements for the Degree of Master of Arts) and hence would not affect any one in any way as all the 

information will be kept confidential. Thus, your genuine response is crucial for the quality of the study. 

Therefore, the researcher kindly requested your cooperation to respond to the questions raised responsibly 

and honestly. 

II. Interview Questions 
 

1. What is your gender? 

 

Male ………………… 
 

Female ………………… 
 

2. How many years of experience do you have……………………………. 

 

3. What is your highest qualification? (Mark only 1) Diploma ……. . 

Degree …… MA/MSC … 

Other qualification (specify)…………………………. 
 

Questions on Source of conflict 
 

1. What are the causes of conflicts in your school? 

 

2. Do you think conflict has effects in your school academic performance? 

 

3. What do you think are the effects of conflicts in your school performance? 

 

4. How does conflict influence teachers effectiveness in teaching and learning? 

 

5. What techniques do you apply when conflict arises? 

 

6. Do you involve all teachers in handling conflict? Yes/ No 

 

7. What are the best practices of conflict management techniques that can be used for effective management of 

schools (please tick the most appropriate item if applicable) 

a) Compromising: ability to negotiate by re correcting past mistakes 

 

b) Accommodating: tolerating or handling differences as the whole or entire 

c) Avoiding; stop to non-adoptive behaviors 

d) Competitive: struggling to improve more 

e) Collaborative: Passionate tom support others with sympathy 
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f) Other (please mention)…………………………………… 

13. How do school heads effectively manage conflicts in their schools? (Choose one which mostly applicable in 

your school and put a tick (√) to your appropriate response) 

 

No. items √ 

1. Involves all teachers in managing conflict  

2. Communicates well with teachers  

3. Takes sides in a conflict situation  

4. Looks for a fair solution in conflict situation  

5. Acts as a mediator  

6. Use conflict management techniques in finding a solution  

7. Strives for good interpersonal relationships with teachers  

h) Other (please specify………………………………………….. 
 

14. Do you have any additional comments about conflict management and if so, explain. 

 

…………………………………………………………………………………………………………

…………………………………………………………………………………………………………

………………………………………………………………………………………………………… 
 

Consequence of conflict 
 

1. Do you think conflict has effects in your school academic performance? 
 

Positively____________ Negatively  both positively & negatively 
 

2. In your opinion what are the negative effects of conflicts in your school performance from the 

following? (Choose one which is the negative effects of conflicts in your school and put a tick (√) 

to your appropriate response).  

No. Items √ 

1. destroy morale,  

2. polarize individuals and groups,  

3. deepen differences,  

4. obstruct cooperative actions,  

5. produce irresponsible behaviors,  

6. create suspicion and distrust  

7. decrease productivity  
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8. Psychological exertion.  

9. absenteeism  

10. lives and academic hours of unimaginable 

magnitude are lost 

 

3. In your opinion if conflicts are managed carefully what are the effects of conflicts in your school 

performance from the following??(Choose one which is the positive effects of conflicts in your 

school and put a tick (√) to your appropriate response). 

 

No Items √ 

1. open up an issue in a confronting manner,  

2. develop clarification of an issue,  

3. improve problem solving quality,  

4. increase involvement,  

5. provide more spontaneity in communication  

6. initiate growth  

7. strengthen a relationship  

8. increase productivity  

1. Do you think conflict has effects in your school academic performance? 

 

2. What are the effects of conflicts in your school performance? 

 

3. How does conflict influence teachers effectiveness in teaching and learning? 

 

4. What do you think are the mostly effects of conflicts in your school? 

 

Thank you for your time and cooperation!
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