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Abstract 

The main purpose of this study was to assess conflict management strategies by school leaders in 

preparatory school of Addis Ababa. In order to meet the objectives of the study qualitative 

method was employed. Simple random sampling techniques were used to a preparatory school 

out of 2 government schools in Gullele Sub-City, Addis Ababa City Administration. But 4 

principal (a principal and 3 vice principals) and 13 teaching staffsfrom the population of 144 

were selected from the school using availability sampling technique. Thus the interviews were 

administered successfully. Data received from the interviews were analyzed based on the two 

groups of respondents’ opinions. And document analysis was used for collecting reliable and 

relevant informationfrom record office, principals’ office, minutes, check lists and feedbacks to 

compare with information gathered from principals and teaching staff for the study.The study 

also revealed that the school leadership showed moderate performance by implementing conflict 

management strategies, directive and supportive roles. Besides, some teachers were not willing 

to work with them in effective implementation of conflict management.They engaged themselves 

in trivial matters and dislike and criticize their principals by reflecting negative attitude. 

Furthermore, inadequate training; inadequate resources; unwillingness to devote more time for 

additional works and unable to build trust on each individual staff were the main problems for 

management of conflict.However, from the finding of the study, it was concluded that the 

frequency of occurrence of conflicts was decreased in last academic year as compared to the 

previous years.Based on the conclusions it was recommended that, the school leaders should 

strive on basic skill development and fair distribution of resources. 
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Chapter one  

1.1.Introduction 

This part of the research deals with background of the study, statement of the problem, 

objectives of the study, the significance of the study, delimitation of the study, limitation of the 

study,  definition of key terms and organization of the study.   

2.10. Background of the Study 

Many challenges arise from conflicts, which are inevitable in any school set up including tertiary 

institutions. Conflict culminates in friction, disagreement or discord arising within a group when 

the belief or actions of one or more members of the group are either resisted by or unacceptable 

to one or more members of another group. The problems associated with conflict can be found at 

both ends of school managers, teachers and even throughout the educational hierarchical 

structure (Sergiovanni and Starrat, 1987). Conflict between peopleis a common problem in 

schools and adversely affects the involved students as well as affecting the schools from 

attaining their desired outcomes (goals).  

The ability to successfully minimize and resolve conflict is an important skill for school 

administrators to develop. Since conflict is inevitable in schools, administrators must be prepared 

to deal with it. There are different strategies and methods suggested by the literature to manage 

the conflicts in the schools.  An educational institution is a heterogeneous assembly of youths 

and adults from different family, cultural, religious, ethnic and socio-economic backgrounds. 

The management of a school like any human organization is more complex than the management 

of business due to the tendency of the “managed” to accept or resist a managerial process. 

Conflict is a natural and inevitable phenomenon in the human society. The theme of conflict has 
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attracted the attention of the human mind from time immemorial. Over the years, the issue of 

conflict is treated by authors in all of the social sciences. But it received different degrees of 

emphasis from social scientists during various periods of history (Rahim, 2001).  According to 

Schellenberg (1996), most of the contributions to the study of social conflict came from 

philosophy and sociology, while a few contributions came from other disciplines, such as 

biological science.  

In recent years, there is renewed interest and significant changes in the study of conflict in social 

and organizational contexts.  According to Thompson (1998), the formation of the “International 

Association of Conflict Management” to encourage research, teaching, and training and 

development on organizational conflict and the publication of the “International Journal of 

Management” confirms this renewed interest. Furthermore, since the recent past, a number of 

universities across the globe have shown great interest in teaching and research on social and 

organizational conflicts (Rahim, 2001).   

In spite of the long acquaintance with and the growing interest of people towards conflict, 

scholars of social and organizational conflict did not come up with a single and clear definition 

for the term conflict. There are varieties of definitions provided by different authors at different 

times.  For example, Bison (1988) described conflict as a process of social interaction involving 

a struggle over claims to resources, power, status, beliefs and other preferences and desires. 

Another definition would be the one presented by Thompson (1998). According to Thompson 

conflict is a perception of differences of interests among people. Similarly, Pondy (1967) 

described organizational conflict as a dynamic process underlying organizational behavior.  

Sociologists and philosophers have been studying social conflict for years. However, the study of 

conflict in relation to organizational contexts is a recent phenomenon. Taylor (1911) as cited in 
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Rahim (2001) was the pioneer to associate conflict with organizations. Currently organizations 

are faced with intense challenges of competition on a global scale.  Thus, they are attempting to 

introduce innovative changes to attain a competitive edge. Of course, introducing changes to an 

organization does not mean that these change oriented organizations are learning to manage 

conflicts more effectively.  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 et al, 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.   

From the perspective of conflicts, organizations of developing countries are no different from 

those found in developed nations.  Of course, they may require much more learning and 

investigation in order to exploit organizational conflicts functionally.  One important question 

may arise at this point. Are there some organizations in developing countries that are more worth 

the effort of research activities than others? Developing countries are characterized by their low 

level of human resource development.  On the other hand, human resource development plays 

the most important role in the building of a nation, while educational institutions are primarily 

charged with the duty of human development works.  In his publication “State and The 

University in Ethiopia under Three Regimes”, Balsvik (2007) suggests that the development of 

human resources is important for interpretation and understanding of reality, for discussion and 

thinking, and for leaders training in order to find peaceful solutions based on local conditions.  
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Furthermore, Balsvik (2007) states that universities are beacons of modernization and nation 

building, producing competent professionals to meet the development needs of nations. In MPS, 

there are one hundred twenty-seven teaching staffs, four principals & thirteen department heads. 

This study was intended to examine and describe organizational conflict within the context of 

Medhanealem preparatory school. 

2.10. Statement of the Problem  

This study was intended to describe types of conflict; sources of conflicts and how to manage 

and handling conflict and conflict management strategies&/or styles inMedhanealem Preparatory 

School (MPS) of Gullele Sub-city, Addis Ababa. The study had chosen educational institutions 

because these institutions are the most important types of organizations as indicated by Balsvik 

(2007), in the development of a nation. The argument of Balsvik justifies that educational 

institutions are worth the effort of research activities. Preparatory schools are also fundamental 

institutions in the development of human resources. Hence, the choice of educational institutions 

for the study of organizational conflict seems an appropriate measure. It was designed to 

examine the nature of both conflict management styles and conflict management strategies of the 

leaders separately as it was treated in the literature by Spaho (2013), Rahim (2001), and others.     

The factors of conflict between teachers and educational managers on secondary schools of 

Addis Ababa, (Gebretensay 2002), he concluded that poor communication styles, out-dated 

rules, and inefficiency of educational managers were some of the sources of conflict.A study on 

teacher-principal conflicts in secondary schools of the Amhara Regional state, (Gonie 1998). In 

his conclusion, he indicated that problems of performance evaluation and career development 

plan were the major causes of conflict.  
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1.4. Objectives of the study 

1.4.1 General Objective 

As a general objective this study aims to investigate the practices and challenges of conflicts by 

school leaders in Medhanealem preparatory school ofGullele sub-city, Addis Ababa. 

1.4.2. Specific Objectives  

The specific objectives of the study are:  

1. To identify the sources of conflict among teachers and principals in Medhanealem preparatory 

school.    

2. To identify the conflict management styles of school leaders in Medhanealem preparatory 

school. 

3. Toexamine the influence of conflicts on the teaching –learning process in Medhanealem 

preparatory school. 

1.5. Research Questions 

1. Which types of conflicts are prevalent among teachers and leaders in 

MedihanialemPreparatory School? 

2. Which conflict management styles are mostly practiced by leaders in this school?  

3. What are the major challenges encountered in managing conflicts in this school? 

1.6. Significance of the study 

Research is a deliberate study for the purpose of increasing understanding or adding to 

knowledge.  This research might have been valuable and could be used as an input for different 

parties including the researcher of this study. Becoming a successful researcher is a continual 

learning process in which we all make mistakes (Dawson, 2007),so in undertaking this stud the 
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researcher of this study gain valuable skills and techniques which could be employed in other 

scientific researchers.   

1.7.Delimitations of the Study 

Though it is recommended to conduct a study in a wider scope, to make the research manageable 

the study is delimited to governmental preparatory school of Addis Ababa. Besides, the problem 

of conflict management seems more serious in governmental schools as the school leaders in 

governmental schools focus in some  administration tasks. With regard to its content, the study is 

delimited to the conflict management as leadership is the key aspect to improve quality of 

education in general and to enhance students’ academic achievement in particular. 

1.8. Limitations of the Study 

This study was not totally free from limitation. The major problems that faced the researcher in 

conducting this study, was shortage of domestic reference books written on conflict 

management. The researcher feels that, had it been possible to access these literatures, it would 

have been possible to substantiate more and come up with better work. However, an attempt 

was made to overcome this limitation by contextualizing and then making use of some 

unpublished materials, journals and literatures with world wide experience. Besides, as a result 

of lack of commitment and due to the appearance of COVID 19 pandemic, some respondents 

were reluctant to adequately answer, closed- ended interview questions, but the researcher, tried 

to cover the problem to collect data through continuous trial for the interview designed. 

2.10. Definition of Key Terms 

1. Leadership: the process of influencing the activities of an individual or group in efforts 

toward goal achievement in a given situation. 
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2. Principal: person or manager  who is in charge of school activities and occupy the school 

leadership position and perceived as the significant figure in initiating and realizing of the 

innovation that take place in the school. 

3. School leaders: refers to instructional leaders namely:-supervisors, principals, department 

heads, unit leaders and senior teachers that take part in the leadership of the teaching –

learning and management. 

4. Preparatory Schools: refers to schools which run the teaching learning process from grade 

11-12. 

5. Sub –City: an intermediate administration level between region and woreda. 

6. Woreda: the lower administrative level of Addis Ababa administration. 

1.10. Organization of the Study    

The study is organized into five chapters. The first Chapter is the introductory part which deals 

with background of the study, statement of the problems, objectives of the study, basic research 

questions, significance of the study, delimitation of the study, limitation of the study and 

definition of key term. Chapter two is committed to the review of the related literature to lay 

down the theoretical foundation of the study. The third chapter consists of the research design 

and methodology. This chapter describes source of data,instrument of data collection, document 

review and techniques of data analysis. Chapter four deal with the presentation, analysis and 

interpretation of data. Finally the last chapter presents summary of the major finding, 

conclusions and recommendations.  
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Chapter Two 

2. Literature Review 

2.1 Introduction 

In every serious research work, the importance of laying a theoretical foundation by which the 

entire research will be based cannot be over emphasized. For the purpose of giving the study a 

theoretical frame of reference and focal direction, it is pertinent to take an in depth into the work 

of scholars, authors and writers that are closely re1ated to the subject matter. This we strongly 

believe will enable organizations and individuals who are involved to be aware of conflict 

management strategies that exist.   

2.2.Rreviews of related literature on conflict management strategies and/or styles in schools 

2.2.1. The concept of Conflicts 

Mention the term conflict and many people envision shouting andfighting. But as a manager, 

during a typical work day you will encourage more subtle, non-violent types of conflict: 

Opposition, criticism, arguments. Thus, a definition of conflict seems fairly mild: Conflict is a 

process on which one party perceives that its interest are being opposed or negatively affected by 

another party. (Williams and Kinicki, 2003).Conflict is simply disagreement, a perfectly normal 

state of affairs. Conf1ict is endemic to all social life. It is an inevitable part of living because it is 

related to situations of scarce resources, divisions of functions power relations and role 

differentiations (Fearon, 1998). Because of its ubiquity and pervasive nature, the concept has 
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acquired a multitude of meanings and connotations presenting us with nothing short of a 

semantic jungle. Like other terms, conflict generates considerable ambivalence and leaves many 

scholars and administrators quite uncertain about (1) its meaning and (2) How best to cope with 

it.The normative conception of conflict, strongly influenced by a preoccupation with stability and 

equilibrium in organization design, links conflict to violence, destruction, inefficiency and 

irrationality. This form of intellectual myopia was especially invidious in suggesting that 

administrators have the responsibility of avoiding, controlling or eliminating conflict (Wescott, 

1998). 

 Administrators often feel that discussions of fundamental terms are merely academic. This is not 

always the case. Effective action and sensible responses depend upon clear thinking and 

systematic analysis. Uunderstanding must precede action if management considers the problem 

stem from ineradicable human qualities and are related to situations of interdependence, scarce 

resources and perceptions of incompatibility, they might readily accept conflict and recognize its 

values - provided that they are properly aware of 'conflict management’ and the need to find a 

solution. 

 Both conflict management and satisfactory solutions are easier to when it is accepted that what 

we normally call conflict is a complex, multi-dimensional phenomenon. It is not caused by 

inadequate structures, nor is it undesirable. It is natural and inevitable and if properly managed, it 

is productive, relevant and creative.  

This chapter presents review of related literature on conflict management by schoolsand 

organizational leaders. The review particularly focuses on topics that are related to the thematic 

concepts that constitute the framework of the study, whereas the framework was designed in 

such a way, that it can describe the objectives of the study.  This review of literature emphasizes 
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on strategies, styles, roles of school leaders and findings that are related to the objectives of the 

study. My study is designed and related to conflict management strategies/styles to reduce the 

sources and impact of conflicts in (MPS) of Gullele Sub-city, Addis Ababa. 

 

2.3. Definition of conflict 

Different scholars, educators, and philosophers of various disciplinesare at odds with one another 

over the definition, concept/nature, views, causes and management of conflict.  In the vast body 

of scientific literature, there is no consensus on specific definition of conflict. There is general 

concurrence, however, that two things are essential to any conflict. These are divergent or 

apparently divergent views and incompatibility of those views (Ownes, 1998),cited in Rahim, 

2001  

Conflict refers to a situation in which persons or group disagree over means or ends and try to 

establish their views in preference to others (Ayalew, 2000). Kroon (1991), on the other hand, 

states that conflict is perceived or experienced incompatible differences within the individual or 

between two or more individuals which may lead to some or other form of opposition. 

Furthermore, a conflict may be defined as the pursuit by two different persons of goals that are 

incompatible so that gains by one person must inevitably come about at the expense of the other 

(Rashid, 1983). Similarly, Stoner (1998) views conflict as a disagreement about the allocation of 

scarce resources or clashes regarding goals, values, and so on, can occur on the interpersonal or 

organization level.  

According to Hellriegel and Slocum (1996), conflict is opposition arising from disagreement 

about goals, thoughts or emotions within or among individuals, team, department or 

organization. Ayalew (2000), defines conflict as a breakdown in the standard mechanism of 
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decision making so that an individual or a group experiences difficulty in selecting and 

alternative conflict as a dynamic process of interaction between two or more people or groups 

competing for rare resource, whose conflict objectives or needs have irreconcilable standards.  

Conflict is universal in human affairs and it is natural. Conflict, to differing degrees, occurs daily 

in every one’s life. Conflict is not necessary good or bad or conflict is not always bad for an 

organization or for an individual. It’s the way that it is handled that makes the outcome positive 

or negative. If handled effectively it can create a good learning experience. If not handled 

properly and efficiently, conflict can lead to physical and emotional violence (Ayalew, 2000 & 

Jones, 1994).   

Difference is an inevitable part of any organization, including schools. Principals, management 

teams and educator may beat variance when the actions of one person are interfering with or 

obstructing their work. That means, conflict in school takes different forms, for example teachers 

seem reluctant to obey the principals, they do not seem to follow rules or accept extra work, they 

do not easily get along with their principals. Principals too adopt an authoritative approach; they 

pressurize teachers for an interrupted working of the school activities. It, therefore, becomes 

common that conflict between teachers and school principal occur frequently at any time in the 

school (Plunkett &Attner, 1997).  

In the past time, the existence of conflict is viewed as evidence of breakdown in the 

organizations, failure on the part of management to plan adequately and /or to exercise sufficient 

control. In human relations, view, conflict is seen in an especially negative light as evidence of 

failure to develop appropriate norms in the group (Ownes, 1998). Ayalew (2000) indicated that 

the human relation movement implied that conflict in inherently undesirable and should be 

replaced by harmony, cooperation and stability.   
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Hence, there is no generally accepted definition for the term conflict. The following are some 

definitions that display these variations:  Conflict is a broken-down in the formal standard 

procedures of decision-making processes, which leads group or individuals to experience a 

difficulty in selecting an alternative (March and Simon, 1985 cited in Rahim, 2001). Conflict is a 

process of social interaction and a social situation where interests and activities of participants, 

individuals or groups, actually or apparently confront, block and disable the realization of one 

party’s objectives (Jambrek and Penic, 2008, cited in Spaho, 2013). It is observed that some of 

the writers have defined conflict as a process. Others have defined it as a situation; still some 

others as a behavior. Nevertheless, most of these definitions seem to have common elements. 

Incompatibility of goals, interests, values, or practices between two parties are the commonly 

used terms, ideas or concepts. However, the definition of March and Simon (1985) as cited in 

Rahim (2001) seems somewhat different from the others. March and Simon defined conflict in 

terms of behavior.  It is clear that March and Simon are not interested in antecedents of conflict 

of any form. 

2.4. Labels of conflict 

Gordon (1987) identified three levels of conflict: intrapersonal and Interpersonal, intra group and 

inter-group, and intra organizational and inter organizational conflict. Luthans (1981) also 

identified two types of conflict. These are: (1) Intrapersonal conflict, which includes frustration, 

goal conflict, role conflict and ambiguity, and (2) Interpersonal conflict which results when two 

or more persons are interacting with one another.  
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2.4.1 The Traditional View of Conflict 

The traditional view is the early approach to conflict and assumed that conflict was bad, harmful 

and must be avoided. In fact, the term conflict was used synonymously with the term violence 

and destructions (Robbins, 1989).  

The traditional administrative theory has been strongly biased in favor of the ideal of a smooth 

running organization characterized by harmony, unity, coordination, efficiency and order. They 

seek to achieve this through happy and congenial work group and control and strong 

organization control (Owens, 1998).  

The old line, traditional approach views conflict as something to be avoided, something caused 

by personality conflict or a failure of leadership and something that should be resolved only by 

separating physically the conflicting parts or by a superior’s intervention (Szilagyi& Wallace, 

1983).  

2.4.2 The Constructionist View of Conflict 

According to the current or constructionist point of view, conflict in organizations like school are 

inevitable and even necessary no matter how the school is designed and operated (Stoner & 

Others, 1989). Murphy (1994), suggests that principal have begun to realize that conflict has 

positive and negative aspects  

Desirable educational innovations are frequently sparked by conflict. Interactions among 

different elements of a living social system frequently accompanied by conflict are the political 

activities that keep a school system in a state of dynamic equilibrium. A state of dynamic 

equilibrium facilitates the attainment of desirable organizational goals and also the satisfaction of 
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the member of the system. Therefore, conflict in a social system may be beneficial as well as 

destructive (Morphet, Johns &Reller, 1982).    

2.4.3. The Classical View 

It considers organizational conflict as detrimental to organizational efficiency.  Advocates of this 

classical view suggest that conflicts in organizations should be minimized. The classical 

organization theorists do not appreciate the positive impact that conflicts can have on 

organizations.  Hence, they prescribe organizational structures with appropriate rules, 

procedures, and hierarchy of command in order to preclude the engagement of organization 

members into conflicts. The classical approach will be base on the assumption that harmony, 

cooperation and the absence of conflict are appropriate for achieving organizational 

effectiveness. Taylor (1911) and his supporters, as classical theorists of organization, argues that 

the functioning of an organization would improve if the principles of scientific management will 

be implements. What Taylor particularly wants to abolish the conflict between labor and 

management? The other prominent classical organization theorist was Fayol (1916), who 

advocated that managerial functions were applicable to all sorts of organizational human 

endeavor. In general, the classic organization theorists attempted to eliminate conflict in 

organizations by designing mechanistic or bureaucratic organizationstructures. 

2.4.4. Neo-classical View 

Mayo (1933) was cited by Rahim (2001) as a pioneer in promoting the neo-classical view.  This 

view of conflict is also known as human relations view, after the human relation movement in 

the 1920s and which 1930s based on the studies of Mayo (1933). Conflict to Mayo was an evil, a 

symptom of the lack of social skills. Lewin (1948) was strong supporter of Mayo. Mayo (1933) 

and his associates, like the classic theorists, believed that conflicts are detrimental to 
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organizational effectiveness. Thus, Mayo (1933) suggested the altering of the social system to 

minimize or eliminate conflicts and thereby improve organizational effectiveness.   

Both classical and neo-classical organization theorists had intended to reduce conflicts in order 

to enhance organizational efficiency.  The only difference between the two organizations 

theorists was the technical approach they prescribed to reduce organization conflict (Rahim, 

2001). Whereas, Taylor, Fayol and their supporters prescribed the adoption of technical 

structural systems in organizations, Mayo suggests the altering of the social system to 

accomplish the reduction of conflicts in organizations.  As both the Classical and the neoclassical 

theorist did not accept the desirability of conflicts, they did not incorporate an element of conflict 

variable in their models of organization (Litterer, 1966). 

2.4.5. Modern View 

Classical approach to organization that are dominate the literature of organization behavior 

during the first half of the 20th century came to an end with the emergence of the modern view 

of organizational conflicts.    

According to Robbins (1974), the philosophy of the modern view theorists or integrationists is 

identified by four characteristic features recognition of the absolute necessity of conflict, explicit 

encouragement of opposition, defining conflict management to include stimulation as well as 

resolution methods, and considering the management of conflict as a major responsibility of 

administrators.   

The integrationist view of conflict proposes that conflict should not only be considered as a 

positive force in a group; some conflict is absolutely necessary for an organization or a group to 

perform effectively (Goitom, 2012).  It is now recognized that conflict within certain limits is 

essential to productivity. Conflict can be functional to the extent to which it results in the 
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creative solution to problems or the effective attainment of organizational objectives that 

otherwise would not are possible. Little or no conflict in organizations may lead to stagnation, 

poor decisions, and ineffectiveness.  

On the other hand, organizational conflict left uncontrolled may have dysfunctional outcomes 

(Rahim and Bonoma, 1979). The argument of Rahim and Bonoma implies that too little or too 

much conflict is both dysfunctional for the effectiveness of an organization.  Thus, a moderate 

amount of conflict, handled properly is essential for attaining and maintaining an optimum level 

of organizational effectiveness. So from the above mentioned views of conflict my study will use 

the modern view. Different scholars and educators have categorized the types of conflict 

differently based on their perspectives and views toward conflict. Szilagyi and Wallace (1983) 

identified four types of conflict as seen from at least two perspectives in organizations: level and 

form. These are: (1) Intrapersonal conflict (conflict within one individual) (2) Interpersonal 

conflict (where two individuals disagree on some matter or issue. (3) Inter-group conflict 

(conflict within one group and (4) Inter-group conflict (between two or more groups). These 

categories are based on the level of organizations.   

Nevertheless, as various researchers have identified that school conflicts could be stratified on 

the basis of individual, group and organization at which they occur. In this regard, teacher– 

principal conflicts might be leveled out, as intrapersonal, interpersonal, intra-group and 

intergroup conflicts. These common types of organizational conflicts have been explained in 

detail here under (Rahim, 1986).  

2.5. Over Views of Conflict 
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Different scholars and educators have categorized the types of conflict differently based on their 

perspectives and views toward conflict. Szilagyi and Wallace (1983) identified four types of 

conflict as seen from at least two perspectives in organizations: level and form. These are: 

(1) Intrapersonal conflict (conflict within one individual)  

(2) Interpersonal conflict (where two individuals disagree on some matter or issue.  

(3) Inter-group conflict (conflict within one group and  

(4) Inter-group conflict (between two or more groups). These categories are based on the level of 

organizations.   

The same writers are based on the forms of organization also identifies four types of conflict. 

These are:  

(1) Goal conflict, where one person or group wants a different goal or act comes than others;  

(2) Cognitive conflict, when one person or group holds ideas or opinions that are incompatible 

with others;  

(3) Affective conflict, when one person’s or group’s feelings or emotions (attitudes) are 

incompatible with others; and  

(4) Behavioral conflict, when one person or group does something that is unacceptable to others.  

Hanson (1996) identified twelve levels of organizational conflict. These are: Intra-role conflict, 

inter-role conflict, intradepartmental conflict, interdepartmental conflict, intra-organizational 

conflict, organization-environment conflict,intrapersonal conflict, interpersonal conflict, intra 

group conflict, inter-group conflict, inter-informal system conflict and informal system 

environmental conflict. The writer also identified the following three condition which results in 

these levels (types) of conflicts:  

(1) Interaction within and between formal organizational levels,   
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 (2) Interaction within and between informal organizational levels, and  

 (3) Interaction between formal and informal organizational levels.  

2.5.1. Intrapersonal Conflict 

Intrapersonal conflict is also known as individual or intra-psychic conflict. Intrapersonal conflict 

occurs when there is incompatibility among an individual’s cognitive elements which implies 

that a new cognitive element is at variance with a prior expectation Rolof (1987).  When 

individuals are in intrapersonal conflict they have difficulty in making decisions because of 

uncertainty since they have both attractive or uncertainty alternatives.   

Intrapersonal conflict usually occurs when members of an organization are required to perform 

certain tasks that do not match their expertise, interests, goals, and values. This type of conflict 

also occurs, it there is a significant mismatch between the role that a person expects to perform 

and the role that is demanded of the person by the organization (Rolof, 1987)  intrasender 

conflict occurs when a role sender requires a role receiver to perform contradictory or 

inconsistent roles. Inters ender conflict is experienced by a person when a role behavior 

demanded by one role sender is inconsistent with the role behavior demanded by another role 

sender. Inter role conflict occurs when a person occupies two or more roles whose expectations 

are inconsistent.   

 The process and structural interventions for the management of interpersonal conflict are 

transactional analysis, appeal to authority, and ombudsman.  In using the styles of conflict 

management, the factors that affect are personality, bases of power, organizational culture, 

referent role, and gender (Rahim, 2001).  

2.5.2. Interpersonal conflict 
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Interpersonal conflict emphasizes the interaction of human factors in an organization. Here we 

are concerned with these factors as they appear in a dyadic relationship. We can broadly suggest 

two classes of factors as conflict sources. These are:  

1. Personal. Individuals are not identical, constant or consistent. When two individuals are 

brought together and kept together, each with its own qualities, needs and skill, a conflict may 

ensue if their attributes are not meshed together in a coordinated way. Interaction between 

individuals with different attitudes, values and need cam produce conflict behavior and affect 

organizational performance.   

2.5.2.1. Managing interpersonal conflict  

Interpersonal interactions are extra ordinarily complex Individual are brought together and kept 

together because of personal attraction or complementary needs. A great deal of individual 

behavior takes place in organizations (university, hospital, factory) in which they occupy various 

positions. Such positions are interlocked or interdependent so that the attitudes and behavior of 

one individual affect the attitudes and behavior of another. Indeed, we may describe 

organizations as networks of repetitive, reciprocal and predictable interactions between 

individuals.   On the whole, Interpersonal conflict generates new idea and work patterns, but 

when it is augmented by personal distrust, misperception and competition, it can very easily be 

transformed into destructive and costly behavior. To avoid detrimental effects on Individual as 

well as organizational functioning, administrators need to identify the causes of interpersonal 

conflict and take appropriate action to deal with it.  

2.5.3. Intragroup Conflict 

This conflict is also known as intradepartmental conflict. Intragroup conflict refers to the 

incompatibility or disagreement among the members of a group or its subgroups regarding to the 
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goals, tasks and procedures of the group (Rahim, 2001). The study of groups in organizations is 

receives special attention, mainly for three reasons.  According to Rahim (2001), groups in the 

first place are building blocks of an organization.  Second, groups provide the primary 

mechanism for the attainment of organizational goals.  Third, groups provide psychological and 

other support to the individual members.  

2.5.3.1. Managing Intragroup conflict 

The diagnosis of intragroup conflict involves the measurement of the amount of intragroup, the 

style of handling intragroup conflict, sources of conflict and the effectiveness of the group.  The 

analysis of the diagnostic data should indicate the amount of intragroup conflict and the styles of 

handling such conflict in each group, department, unit and so on, relationship between conflict 

and it sources, and the relationship between conflict and group effectiveness and learning. There 

are various antecedent conditions or sources of intragroup conflict, such as leadership style, task 

structure, group composition, cohesiveness and groupthink, and external treats. Organization 

development techniques, such as team building may be used to manage intragroup conflict 

effectively.  

2.5.4. Inter-group conflict 

This occurs between groups consequent upon their contact and interaction.It is also known as 

interdepartmental conflict. It deals with conflicts between units or groups within an organization. 

Examples are conflicts between production and marketing, conflicts between management and 

labor. In general intragroup conflict refers to the collective incompatibility or disagreement 

between two or more division, department, or sub systems in connection with tasks, resources, 

information, and so on. Intergroup conflict implies that each member of the group is in conflict 

with those of another. However, it is quite often that actual dispute is carried out between 
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representatives. For instance, it can be between department heads or labor management 

negotiators (Rolof, 1987).  

The sources of intergroup conflict are systems differentiation, task interdependence, dependence 

on scarce resources, jurisdictional ambiguity, and the relationship between line and staff.  

Process intervention, such as problem solving, confrontation and organizational mirroring, have 

been presented for managing conflict between groups. Structural intervention suchas the analysis 

of task independence may be used to manage inter group conflict. Other structural interventions 

involve hiring, transferring, or exchanging group members, clarifying and formulating rules and 

procedures, developing an appeal system, altering the system of communication and providing 

valid information when the perceptions of the in-group about the out-group are distorted (Blake 

and Mouton, 1964) 

2.6. Conflict Management by leaders 

Conflict management by leaders involves designing effective strategy to minimize the 

dysfunctions of conflict in order to enhance learning and effectiveness of an organization. The 

contingency theory of conflict management by leaders suggests that all four styles of handling 

conflict are useful depending on the situations. According to situational or contingency theories 

of leadership, effective leaders select and use the style of handling conflict depending on the 

situation. It suggests that an integrative or participative style is appropriate for complex problems 

that require input and commitment from subordinate for effective formulation and 

implementation of solutions.  A dominating style may be appropriate when tasks or problems are 

simple or routing (Rahim, 2001).   

Fisher and Ury (1981) argue that everybody is a negotiator. They suggest that negotiation skills 

are essential for managing interpersonal, intergroup, and intragroup conflicts.  The same authors 
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recommend that a method called principled negotiation or negotiation on merits can be used to 

manage any conflict. They are devise four principles of negotiation that are related to people, 

interests, options, and criteria. The first principle suggests that people should be perceives 

separately from the problem. The second principle dictates that negotiators shall focus on 

interests rather than on positions. The third principle requires the adoption of creative solutions. 

It states that negotiators should invent options for mutual gain.  

2.7. Stimulating Functional Conflict 

The two commonly used ways of stimulating functional conflict are devil’s advocacy and the 

dialectic method (Kreitner and Kinicki, 2004). There are two programmed techniques, which 

proved to be effective in stimulating functional conflict. Programmed conflict is usually conflict 

that arise different opinions regardless of the personal feelings of managers. It encourages 

different opinions without protecting management’s personal feelings. The purpose of 

programmed conflict is to get contributors to either defend or criticize ideas based on relevant 

facts rather than reflecting personal preferences or political interests. The two ways of 

stimulating functional conflict are described below.   

2.8. Potential Causes of Conflict 

2.9.1. How to identify causes of conflict in organization  

According to Capozzoli (1995) there are seven causes of conflict: (1) Team members bring 

culturally diverse values to their work teams. (2) Team members have different attitudes that 

result in different goals for team members. (3) Team members have different needs that are not 

met, which result in frustration that exacerbates conflict. (4) Various expectations of the team 

members are not met and result in conflict. (5) Team members have different perceptions that 

result in differing interpretations of the same information. (6) Limited resources often result in an 
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increase in conflict. (7) Team members have different personalities that clash with each other. In 

any organization, there are many causes of conflicts; however, conflicts within an individual 

usually arise when a person is uncertain about what task is expected to do, if not clearly defined 

by the supervisor or the person in charge. Furthermore, if the tasks of individuals working as a 

group are not clearly defined by the management they will lead to more conflicts. Conflicts 

between individuals may result from role-related pressures. Conflicts would arise between 

individuals and groups if the goals were not specified for individuals within a group. 

Authorities and educators have categorized the causes of conflicts in organization differently into 

different categories. So there are several causes of conflict in organization. According to Robbins 

(2000) conflict does not appear out of thin air. It has causes. These causes can be managed 

consciously and unconsciously that is positive or negatively.   

Plankett&Attner (1989), identified that the sources of conflict include: Shared resources, 

differences in goals, difference in perceptions and values, disagreement in the role requirements, 

nature of work activities, individual approaches, and the stages of organizational development.   

Gray and Stark (1984), suggested that there are six sources of conflict. These are: (1) limited 

resources; (2) inter-dependent work activities; (3) difference in perceptions; (4) Communication 

problems; (5) differentiation of activities; and (6) the environment of the organization. 

According to these writers, conflict can also arise from a number of other sources such as: (1) 

individual differences (some people enjoy conflict while others don’t; (2) unclear authority 

structures (people don’t know how far their authority extends); (3) Differences in attitudes; (4) 

task symmetries (one group is more powerful than another  and the weaker group tries to change 

the situations; and (5) difference in time horizons (some department have a long run view and 

others shave a short-run view).   
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In addition, Kreitner and Kinick (1992) identified about twelve categories of causes of conflict. 

These are: (1) Incompatible personalities or value system; (2) Overlapping or unclear job 

boundaries, (3)Competition for limited resources; (4) Inadequate communications; (5) 

Interdependent tasks; (6) Organizational complexity (conflicts tends to increase as the number of 

hierarchical layers and specialized tasks increase); (7) unreasonable or unclear polices, standards 

or rules; (8) unreasonable deadlines or extreme time pressure; (9) collective decision making (the 

greater the number of people participating  in decision  the greater the potential for conflict; (10) 

Decision making by consensus (100% agreement often is impossible to achieve with-out much 

arguing); (11) unmet expectation (employees who have unrealistic expectation about job 

assignment, pay or promotion are more prone to conflict, and (12) unresolved or suppressed 

conflicts. 

Generally, the major causes of principal teacher conflicts in secondary schools may be 

categorized in to three aspects.  These are individual characteristics, situational factors and the 

structural factors. Accordingly, some of the important factors that because conflict will be 

explained below in details.  

1 Communication Breakdown  

Communication is the key to effective management. It is as necessary to an institution or 

organization as the blood stream is to a person.  If there is no communication, employees cannot 

know what their associates are doing, management cannot receive information inputs and gives 

instructions. As a result, coordination of work impossible and organizations collapse because of 

lack of effective exchange of information (Adane& others, 2002).  

Communication based barriers may be derived from differences in speaking styles, writing 

styles, and nonverbal communication styles. These stylistic differences frequently distort 
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communication process. Faulty communication leads to misperceptions and misunderstanding 

that can lead to long standing conflict (Plunket& others, 1997).   

2. Difference in Perception 

Conflict is a process of social interaction and a social situation, where interests and activities of 

participants (individuals or groups) actually, or apparently, confront, block and disable the 

realization of one party’s objectives (Jambrek, 2008). Conflict is a process where person A 

deliberately makes an effort to prevent efforts of person B with an opposing action, which will 

result in frustrating Person B to achieve his goals or satisfy his interests (Robbins, 1995). 

Organizational conflict occurs, as actors engage in activities that are incompatible with those of 

colleagues within their network, members of other organizations, or unaffiliated individuals who 

utilize the services or products of the organization (Rahim, 2002).  

3. Competition for Scarce Resources  

Resources may include money, supplies, people or information. Often organizational unites are 

in competition for scare or declining resources. This creates a situation where conflict is 

inevitable. According to Plunkett and Other (1997) competition can take the form of two 

individuals trying to outperform each other. Competition can also erupt over a struggle for 

limited resources. This can lead not only to a lack of cooperation but to open conflict as well, 

conflict can also arise from competition for a ward, associated with performance. 

4. Personal Differences  

In interpersonal relations, there are some people you have an instant affinity to you while other 

dislike you immediately. There is a high potential for conflict between people with different 

values, different preferred ways of behaving and different views of the world (Ayalew, 2000).  
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Robbins (2000), said that conflict can evolve out of the individual who idolizes personal value 

system. The emotional relationship between some people makes working together hard for them. 

Factors such as background, education, experience and training would lead each individual to 

have a unique personality with particular values. Due to this, people may perceive each other 

differently. This personal difference can create conflict.  

5. Goal Incompatibility /Objective Interference 

Goal incompatibility is lack of agreement concerning the direction of group activity and the 

criteria for evaluating task accomplishment, is the most frequently identified source of conflict. 

The two elements which contribute to goal incompatibility are: (1) time and goal orientation and 

(2) barriers to goals accomplishment (Szilagyi& Wallace, 1983). Different time (short-versus 

long term) and goal (techno-economic, market and scientific) orientation create a state of 

differentiation between two or more interacting groups can act as a source of conflict. If goals 

attainment by one group is seen as preventing other groups from achieving their goals, barriers to 

goal accomplishment arise and this can lead to conflict situation (Szilagyi and Wallace, 1983)  

In other way, in many situations, the achievement of one person’s objectives blocks the 

achievement of another’s objectives. Both people may have the same objective but only one may 

attain it. Suppose for instance, a new office becomes available. Two heads of department 

wantthe office, but it can only be allocated to one. Another example of objective interference 

might be the principal who wants to produce the maximum number of learners passing without 

working about the quality of the education they obtain (Mondy&Premeaux, 1993).  

2.9. Effects of Conflicts on Performance of the School  

Conflict is an inevitable fact of human existence. It is inevitable in any organization where 

individual and groups interact to produce complex outputs. It can often be destructive at one time 
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and it may be constructive at other time. It is well understood and managed effectively; it can 

improve both satisfaction and productivity of the social relationship of people. Therefore, 

conflict can result in to destructive or constructive outcomes depending on the approach taken to 

treat it (Fisher, 2000).  

Conflict is not always destructive; it may be a motivator. When it is destructive however, 

managers need to understand and do something to deal with it.   

A rational process for dealing with conflict should be programmed and include a planned action 

response on the part of the manager or organization, rather than relying on a simple reaction or a 

change that occurs without specific action by the management (Lilaroja, 2010)  

Cooperative procedures involving group operation will very frequently result in conflict both 

within a group and among different groups. This is especially true if the membership of a group 

was deliberately selected to represent different points of view. However, conflict itself if 

properly understood and handled, may present an opportunity for growth. Therefore, conflict can 

either be constructive or destructive (Follet in Morphet, Johns &Rellar, 1982)  

Hellriegal& Slocum (1982) view conflict in a balanced manner. That is, conflict has both 

constructive and destructive aspects and hence it has to be managed effectively. Because proper 

management will minimize the destructive effects and maximize the productive effect of 

conflict.   

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

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

natural in any organization, the management must rationally deal with it so as to 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 
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therefore critical. This study is therefore designed and related to the previous studies to identify 

the main sources of conflict between teachers and school leaders, and to determine which 

strategies and styles are used to manage, resolve and stimulate creativity and innovation threat to 

psychological well-being Environment of self-evaluation 

The better educators and students understand the nature of conflict, the better able they are to 

manage conflicts constructively. Moran (2001) sees conflict management as “a philosophy and a 

set of skills that assist individuals and groups in better understanding and dealing with conflict as 

it arises in all aspects of their lives”. Conflicts as a concept never remain positive or negative but 

it has always been seen as a basic and result oriented part of school life. Conflicts offer 

competitive as well as cooperative context in the organization but it varies according to the 

situation. Problems exist in managing conflicts when the context is competitive/individualistic or 

when the context and the conflict resolution procedures are incongruent. The effectiveness of a 

conflict resolution and peer mediation program may be limited when the classroom and school 

context is competitive. 

The possible sources of conflict are poor communication, competition for common but scarce 

resources, incompatible goals and the like. Fisher (1997) notes, “…both individuals and groups 

have undeniable needs for identity, dignity, security, equity, participation in decisions that affect 

them. Frustration of these basic needs….becomes a source of social conflict” According to 

Plunkett and Attner(1989), the sources of conflict include; shared resources, differences in goals, 

difference in perceptions and values, disagreements in the role requirements, nature of work. 

2.10. Decision Making Requirements or Process  
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The potential source of conflict concerned with the particular requirement for decision making 

used by each of the interacting groups. Two aspects are related to decision making requirement: 

(1) degree of task uncertainly and (2) the availability of resources (Szilagyi and Wallace, 1983).  

When decisions are being made among alternatives, values enter in to process either consciously 

or unconsciously. However, there is no universally accept-able set of values. Different 

acceptable values are frequently in conflict. That is when the administrators made a decision in 

favor of one value he/her may violets another important value. So the manager should be, aware 

of the different morale values of his/her participant while he/she makes decision about them.   

In addition, conflict can be generated within individualmaking the decision. Choices have 

important consequence, some positive and negative, and individuals may feel caught in the 

middle when forced to select one course of action over the other. Such conflict in decision 

making in situations in which people make decision and adopt behaviors that is seen personally 

beneficial but negative consequences over time or larger collective groups, organizations or 

society.  

Generally, when the principals make decision alone in the situations that call for the participation 

of teachers to take part on the issues under consideration that, requires teacher active 

participation for its implementation, can cause potential conflicts between the teachers and 

principal.  

There are lots of causes that initiate conflict. According to Plunkett and Attner (1989), the 

sources of conflict include: shared resources, differences in goals, differences in perception and 

values, disagreement in the role requirements, nature of work activities, individual approaches 

and the stage of organizational development. 

2.11.Views on conflict management strategies and/or styles in organizations 
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2.11.1. Structural Design of the Organization  

Concerning the structures of the organization, the hierarchical positions and power differentials 

is related to the school caused conflict. For example, the size of the school related to the amount 

of dispute. That is the larger the school, the greater the number of differences and the higher 

degree of conflict intensity. School bureaucratic characteristics like the degree of specializations 

correlates with conflict (Achoka, 1990).  

In the past time, the existence of conflict is viewed as evidence of breakdown in the 

organizations, failure on the part of management to plan adequately and /or to exercise sufficient 

control. In human relations, view, conflict is seen in an especially negative light as evidence of 

failure to develop appropriate norms in the group (Ownes, 1998). Ayalew (2000) indicated that 

the human relation movement implied that conflict in inherently undesirable and should be 

replaced by harmony, cooperation and stability.   

Furthermore, for many people, the word conflict has a negative connotation such as war, 

destruction, aggression, Violence, competition and a malfunctioning of the organization or the 

individual. For other, the word has a positive connotation, such as excitement, intrigue, 

adventure and challenge. Other people respond to conflict with mixed feelings, this is probably 

the most realistic and useful point of view of conflict for a manager (Ayalew, 2000, Hellriegel& 

Slocum 1982).  

2.12. Conflict Management strategies / styles used by Leaders 

To be effective in any leadership role in the modern workplace requires that a person should be 

proficient in all three functional areas: coaching -shaping and developing people, managing 

shaping work, projects and outcomes and leading-shaping the workplace by moving people 

emotionally to make that vision a tangible reality (Blount 2012). Managing grievances within the 
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workplace is one of the grave hindrances in fulfilling all three functional areas. It is where the 

management should hear, investigate and decide on matters that arises dissatisfaction on the part 

of people. An effective grievance management will create conducive working environment. It is 

very important in fulfilling organizational goal. It directly affects the behavior of a community as 

well as on his working performance in terms of effectively and efficiency. Proper management 

or handling grievances will result to favorable outcome for both management and staffs. 

The components of the model of the five styles of handling interpersonal conflict that are 

adopted by Rahim (1983a) are described below.  

1. Integrating:  

This style is known as problem solving.  Integrating style displays high concern for self and 

others.  The basic principles of this style are openness, exchange of information, and 

examination of differences to reach a solution that is acceptable to both parties (Gray, 1989).  

According to Prein (1976), cited in Rahim (2001), this style has two distinct aspects: 

Confrontation and problem solving. Confrontation involves open communication which is a 

technique to identify the root causes of the conflict.  Open communication, a prerequisite for 

problem solving.   

2. Obliging:  

This style is also known as accommodating or smoothing.  This style demonstrates low concern 

for self and high concern for others.  Obliging did not have a unique contribution to outcomes 

within the ladder of effectiveness (Van De Vliert, 1997).  Obliging is not likely to produce much 

substantive outcomes, as the quality of decision making decreases with increasing smoothing 

behavior by one or both of the parties  

3. Dominating: 
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This style displays high concern for self and low concern for others.  This style is also known as 

competing or forcing.  It is a style that seeks to prevail at the expense of the adversary.  It is 

characterized by a forcing behavior to win ones position (Van De vliert, 1997). Dominating 

supervisors are likely to use their position or power to impose their will on the subordinates and 

command their obedience (Rahim, 2001).   

4. Avoiding:  

This style is also known as suppression.  It indicates low concern for self and others.  It may take 

the form of postponing an issue until a better time or simply withdrawing from a threatening 

situation.  This style is often characterized as an unconcerned attitude towards the issues or 

parties involved in conflict.  Such people usually refuse to admit in public that there is a conflict 

that should be dealt with (Rahim, 2001). Avoiding is most often associated with negative 

substantive outcomes, as issues are not resolved and usually become more serious over time 

(Hocker and Wilmot, 1991).As a dominant style, avoiding always results in chilling, with 

disputes becoming increasingly cold and withdrawn.  In combination with other conflict 

behavior, avoiding of specific issues can contribute to effectiveness (Van De vliert, 1997).   

5. Compromising:  

This style represents an intermediate concern for self and others.  It is characterized by give and 

take or sharing where by both parties give up me something to make a mutually acceptable 

decision.  This style is mostly the philosophy of people who place medium value on goals and 

relationship. Such people are moderately assertive and cooperative and spend time looking for 

solution but are not looking for perfection (Van De vliert, 1997).  An attempt to reclassify the 

five styles of handling interpersonal conflict based on the terminologies of game theory, 

compromising can be reclassified to a mixed style with no win or no lose. Similarly integrating 
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style can be reclassified to a positive sum or non-zero sum with a win-win effect, while obliging, 

dominating and avoiding zeroing sum or negative sum (Rahim, 2001). 

 

Chapter Three 

3. The Research Design and Methodology 

This chapter describes the general methodology and procedures employed by the case study. It 

deals with the sources of data, the sampling techniques and the procedures of data collection and 

methods of analysis. 

3.1. Research Design: 

Descriptive survey design was employed in this study as it best serves to obtain reliable and 

relevant information for the problem under investigation (Cohen, et al., 2000) Furthermore, the 

method helps to have general understanding of the problem by studying the current status, nature 

of prevailing conditions, practices and trends through relevant and precise information. Besides, 

Sharm (2000) states that descriptive research method makes objective description of status of 

phenomena at a particular time. 

3.2. Source of data 

The source of data included both primary and secondary sources of data were used in the study. 

As the Primary sources of the study teaching-learning core process heads of the school and 

teachers were taken. They were taken as key informants because they are highly responsible 

stakeholders to implement instruction hence they are expected to have relevant information much 

more than others. 
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The Secondary data were collected from documents mainly school plans, minutes, school based 

supervision reports, check listsand school evaluation feedbacks. Moreover, other relevant 

documents such as, quarterly reports, and students’ mark list, were reviewed to know whether or 

not there is effective practice of instructional leadership. 

3.3. Samples and Sampling Techniques  

There are governmental and private preparatory schools in Gulelle sub-cities (Addis Ababa 

Education Bureau Annual Educational Statistics 2007 E.C). From which Medhane-alem 

government preparatory schoolwas randomly selected in order to give equal opportunities for all 

due to their homogeneous nature with regard to the problem under investigation.In addition, all 

principals and some of the teaching staffs were sampled through availability sampling technique 

was used to take representative numbers from the teaching staffs.  

3.4. Instrument of data collection 

The instrument of data collection used was structured interview held with selective subjects after 

appropriate time and place were set together with the interviewees. The study usedqualitative 

method.Statements of the interview were made to be short, clear,and free from technical terms. 

Face-to-face interviews were conducted with principals and teachers to get the views related with 

sources of conflict, and how the school manage and resolve conflicts in MPS. English language 

was used in designing the interviews but interviews were conducted in the local language which 

took roughly seventy-seven minutes in the principals’ offices. .Only volunteerwere made to 

provide responses through the interview. The voices of the respondents were recorded and then 

transcribed as well. 

3.5. Document Review 

Document review was made from record office;directives, rules, reports and minutes in 

principal’s office and personal profileswere scrutinized, assessed and analyzed to obtain 

secondary data. This tool was employed since it had a great importance to include empirical 

evidence in the study, and it also helped to evaluate the validity of certain information obtained 
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from different sources.A kind of document review guide or check-list to help the researcher 

focus attention on specific information was planned to look for in the documents as follows. 

i. Types of conflicts arose in the school during the last academic year were:Selfishness, 

disobediences of rules and directives, inability to plan the lesson, no willingness to 

accept additional works, not understanding institutional goals 

ii. More common types of conflicts in the school were:Lag of time, tardiness, 

absenteeism, being not cooperative, poor documentation, striving to individual 

interest, situational factors, structural factors, fail to use favourable work conditions 

in the school, low interest to accomplish institutional vision, insufficient resources, 

and neglecting duty, low work satisfaction, safety, unfulfilled facilities and lack of 

communication skills. 

iii. The school leadership resolved conflicts conditionally through:using directives and  

rules, posting notices, conducting discussions, integrating, obliging, dominating and 

compromising. 

iv. Measures were taken by the school leadership to overcome those conflicts 

were:providing oral warnings, written letters of warning, and monetary penalty. 

v. The outcomes of those measures:following  rules and directives; effective use of time; 

decrease in lag time, tardiness and absenteeism and accuracy of documentation 

Document analysis was also one of the data collection tools that were used to validate or to 

identify the consistency of interview responses with the actual leadership practices given for the 

school subjects. The researcher realized that information gathered from interviews were 

consistent to the document review guide or check list with each other. 

3.6. Techniques of data analysis 
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The data collected, summarized and analyzed by using narratives of the collected data from the 

responsesof the study. Descriptive analysis was used to analyze general characteristics of the 

respondents and to identify the sources of conflicts and to assess the types strategies &/or styles 

of conflict management by leaders of the school. 
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Chapter Four  

4. Data presentation, analysis and interpretation 

4.1. Presentation, Analysis and Interpretation of Data 

This chapter dealt with the presentation, analysis and interpretation of data that were gathered 

from the sample population which includes principals and teachers. The data that were obtained 

through interview was analyzed and interpreted in line with basic research questions raised so 

far. Moreover, four principals and thirteen teaching staffs were interviewed. Depending on the 

responses obtained from the respondents, the data which was collected through interview were 

analyzed qualitatively.  Four principals’ & three teachers’ parts of analysis were taken partially, 

so that the rest part of the tables were annexed.  

4.1.1. Presentation and Analysis of Data 

Table 1: The responses of the four principals to interview questions 

Q.No Respondent1 Respondent 2 Respondent 3 Respondent 4 

1.Sourec
es of 
conflict 
 
 

Work related 
leadership 
related; 
institutional.  
 

Poor attention 
to rules & 
regulations; 
time 
management 
problems in 
planning & 
settings works. 

Lack of trust; lack 

of cooperation; 

ineffective use of 

time; being 

occupied in 

personal affairs; 

low academic 

performance. 

In rare cases lack of 
communication skills; 
scarce resources; 
safety; hours of 
work; waste time or 
lag time; 
procrastination; 
resistance of 
additional works. 
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2.Causes 
related 
to school 
activities 

limited 
resources; 
overlapping 
authorities and 
role conflict & 
role 
incompatibility 
and role 
ambiguity. 

Causes related 
to school 
activities; 
inefficient time 
management, 
task 
interdependen
ce. 

The conflicts 
related to the 
activities of our 
school were poor 
management of 
time and unfair 
resource 
allocation. 

Causes related to 
school activities; 
poor communication 
experiences and role 
conflict. 

     
 
   

 

  

3.How 

conflicts 
were 

resolved? 

What are 
the 

strategies 

used? 

By creating 

linkage between 
staffs, 

motivation, 

commitment; 
updating 

technology & 

capacity 
building. The 

strategies 

employed were 

integrating, 
compromising & 

accommodating. 

Through fair 
allocation of 
resources, 
know the 
source of 
conflict,   
developing 
self-confidence 
that embrace 
conflict, talk 
together, listen 
carefully, find 
agreement, 
provide 
guidance, be 
quick to 
forgive, create 
linkage among     
The strategies 
were 
integrating, 
dominating, 

Conflicts were 
solved by 
motivating; 
building capacity 
the staff; 
rewarding & 
promoting 
efficient workers 
The strategies 
employed were 
compromising & 
integrating. 
Disciplinary 
measures taken 
are oral & written 
warnings, 
penalties in salary. 
 

Conflicts were solved 
by creating open 
discussions & linkage 
between staffs, 
motivating; 
maintaining 
confidentiality & 
honesty; 
commitment & 
capacity building. The 
strategies employed 
were 
accommodating& 
compromising.  

4. What 
measure
s were 
taken? 
What 
challeng

Measures 
taken were 
oral & written 
warnings & 
monetary 
penalties. 

Warnings & 
monetary 
penalties were 
measures 
taken. The 
challenges 

Measures taken 
were oral & 
written letters of 
warnings & 
penalty of salary. 
The challenges 

The measures taken 
were oral & written 
warnings & monetary 
penalties. 
The challenges faced 
were neglect of duty 
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es did 
you 
face? 

Challenges 
faced were 
resistance of 
additional 
works; poor 
working 
relationship; 
neglect duty; 
felling of doubt 
or displeasure. 

maltreatment 
of work; under 
achievement 
of the school 
plan; neglect 
of duties.  

were unable to 
take responsibility; 
inability to allow 
rules regulations. 

and lag time. 

 

1.1.The data analysis from the interviews of principals (P） 

1. Did you ever notice conflict arising in this school? What were the sources of those 

conflicts? 

Conflict could occur in any administrative set up, but the degree and frequency of the occurrence 

can create an unpleasant atmosphere leading to low job satisfaction and poor productivity. The 

level of conflict present in the school has important implications for the schools’ overall 

performance. When there is little or no conflict, organizational performance suffers. Conflict is a 

reality in everyone’s life and should be considered as a natural process that occurs daily. As a 

group performs its assigned tasks conflicts are inevitably arise. From the above figure principal 

4“indicated that conflicts did arise in the schoolvery few times last year than previous times. The 

sources of conflicts  were in rare cases, scarce resources; safety; hours of work; waste time or lag 

time; procrastination; resistance of additional works;  stay away from work; low work 

satisfaction;  absenteeism; fell to submit student’sresults & information in time; low work 

satisfaction; safety; unfulfilled facilities; unfair distribution of resources. He also indicated that 

due to their lack of communication skills, there tended to be a communication breakdown 

between the teaching staff and the leadership.” 
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2. Who were involved in these conflicts?Teachers, Department heads, Principals, Teachers 

and Students, Students and Students? 

Conflict only occurs where there was a struggle characterized by actions and reactions from the 

two or more opposing groups that results into expressed struggle which means the two sides 

must be aware of the problem but in opposing contexts for there to be  a conflict. Another 

important indication is that conflict often involves perceptions whereby the two sides may only 

perceive that their goals, interests, resources and interference are incompatible with each other’s 

and are appearing to be threatened.Respondent 1realized that“it is possible allteachers, 

department heads, principals & students were involved because all activities of the school are 

considered as group works.” Most of the time conflicts exist in groups.Conflicts arise inevitably 

among people because all school community members work together. 

3 How were these conflicts related to the activities of the school? 

According to Respondent 1,“there are many potential causes of conflict in theschool personnel 

policies and practices or in reward and punishment systems can lead to tension and conflict. 

“Most school resources are limited and as a result, teachers and principals struggle to have their 

own share.Poor communication network and limited resources,role incompatibility & role 

ambiguity are as one of the main causes of conflict in schools.”  Also, when decisions are not 

disseminated effectively, sources of conflict can be created by teachers and students.In practice, 

the manner in which some teachers actually behave may not be consistent with their expected 

pattern of behavior. Problems of arise from inadequate or inappropriate role definition in the 

school system and can be a significant cause of conflict. The principal was requested to provide 

through close-ended questions his views regarding strategies used to manage conflicts in their 

schools. Results were summarized into three themes: Leadership, work and institution related. 
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4.Were these conflicts disruptive or constructive? How?  

Concerning this question Respondent 3 holds the view that “conflicts are constructive in their 

outcomes. The conflicts were constructive because they end with resolutions.”Conflict is not 

always negative; but the way it is handled may produce negative impacts. Conflicts can be used 

constructively, if handled properly. For instance, we live in a world where everyone thinks and 

acts differently; meaning that we do not perceive things in the same way. Therefore, differences 

are bound to arise from time to time on various subject matters that are expressed through 

various ways.Although conflict is often considered harmful and something to avoid, it can also 

have some benefits. A total absence of conflict can lead to apathy and lethargy. A moderate 

degree of functional conflict on the other hand can stimulate new ideas, promote healthy 

competition and energies behavior. Although a certain amount of organizational conflict may be 

seen as inevitable, there are a number of ways in which management of schools can attempt to 

avoid the harmful effects of conflict.  All the respondents agreed since conflict is seemingly 

unavoidable particularly in a school setting, it is obviously necessary for administrators to be 

able to recognize conflict to view its constructive as well as destructive potential, to learn how to 

manage conflict. Even if conflict was taught to be undesirable, it would not be possible to create 

management free from it. Conflict could occur in any administrative set up, but the degree and 

frequency of the occurrence can create an unpleasant atmosphere leading to low job satisfaction 

and poor productivity.  

5.How frequently do conflicts occur in this school? 

Conflict is a reality in everyone’s life & should be considered as a natural process that occurs 

daily. As a group performs its tasks conflicts occur. Under normal circumstances, conflict occurs 

when there is scarcity of commodity such as raw materials, machines or rooms, or intangible 
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things such as prestige, influence or status, or time. Conflict is likely to be minimal where there 

is plentiful supply of such commodity and where there is a scarcity (real or imagined), the 

potential for conflict increases. Respondent 3 respondedthat “not frequently but sometimes 

conflicts did occur in this school.” 

6. How did you resolve these conflicts? What strategies did you employ to resolve the 

conflicts? What measures did you take to resolve such conflicts? 

For this question Respondent 2, indicated that “the conflicts were resolved by applying 

strategies:integrating, obliging, dominating, avoiding & compromising. To resolve conflicts the 

respondent noted that embrace conflict, talk together, listen carefully, find agreement, provide 

guidance, be quick to forgive, create linkage among staffs, motivation, commitment and capacity 

building. Staff participation in decision making as well as motivating, rewarding and promoting 

efficient workers in school were mentioned as strategies used to resolve conflicts in thisschool.” 

Understanding individual roles and accepting individual differences in school affairs was an 

essential element were also implemented in resolving conflicts. Besides, individuals’ autonomy 

in making decisions, “encouraging competition and developing self-confidence among workers 

were used to bring effective and efficient accomplishment of the school plan.” School leaders 

according to the respondents adhered to school rules and regulations based on guidelines as a 

management strategy to guide daily work. Clear identification of school rules and regulations, 

accountability and responsibility of school leaders mostly supports in smoothing out conflicts in 

this school. Besides the strategies in resolving conflicts “corrective & curative measures taken 

were warnings.” 

7. Did the strategies work well in resolving the conflicts?  
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It is where the management should hear, investigate and decide on matters that arises 

dissatisfaction on the part of people. An effective grievance management will create conducive 

working environment. It is very important in fulfilling organizational goal. It directly affects the 

behavior of a community as well as on his working performance in terms of effectively and 

efficiency. Proper management or handling grievances will result to favorable outcome for both 

management and staffs. According to Respondent 4,he noted that “the strategies did work well 

effectively in resolving the conflicts.” 

8. What were the challenges faced in trying to resolve the conflicts?   

The adverse effects that conflict can produce disagreement between people but noted that it also 

has advantages. Conflict is a pivot around which change takes place in workplaces and the 

society at large because disagreements sharpen focus and defines what the important issues are. 

According toRespondent 1 to some extent the challenges faced in trying to resolve the conflicts 

were observed  as resistance of additional works; poor working relationship; inability to follow 

rules; neglect duty; felling of doubt or displeasure; low work satisfactions; procrastination; 

absenteeism; maltreatment of work; interferences of others; unnecessary complaints; 

dissatisfaction and not taking responsibilities.  

Table 2.The responses of teachers to interview  questions. 

 

Questions Respondent 5 Respondent 6 Respondent 7 Respondent 8 

1.Sources of 

conflict 

Work related, 

leadership 

related; 

institution 

related 

somehow. 

Poor attention to 

rules & 

regulations;time 

management 

problems in 

planning & 

settings works; 

Lack of trust; 

lack of 

cooperation; low 

academic 

performance; 

poor working 

relationship; 

scarce resources; 

safety; hours of 

work; waste time 

or lag time; 

procrastination; 

resistance of 

additional works;  
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low academic 

performance; 

condition of 

services. 

scarce resources; 

communication 

distortions 

stay away from 

work 

2. How conflicts 

were solved? 

What strategies 

were used?  

By creating 

linkage between 

staffs, 

motivation, 

commitment. 

The strategies 

integrating, 

compromising & 

accommodating. 

Developing self-

confidence that 

embrace conflict, 

talk together. 

The strategies 

were integrating, 

dominating, 

obliging, 

avoiding & 

compromising. 

By motivating; 

building capacity 

the staff; 

rewarding & 

promoting 

efficient 

workers. 

Strategies used 

were 

compromising & 

integrating. 

By maintaining 

confidentiality & 

honesty; 

commitment & 

capacity 

building. The 

strategies used 

were 

accommodating

& 

compromising. 

3. Did the 

strategies 

work. 

Yes, they did. Yes. Yes. Yes.  

1. Did you ever notice conflict arising in this school? What were the sources of those 

conflicts? 

 Conflict is a reality in everyone’s life and should be considered a natural process that occurs 

daily.  As a group performs its assigned tasks, conflict inevitably arises. Conflict is viewed as 

natural due to life’s uncertainty. Conflict is good and necessary because it can stimulate 

innovative thinking when it is managed in the right way, thoughts and actions are performed 

because they are habitual. Conflict allows an examination of the necessity of these thoughts and 

actions. People find it easier to live with unresolved misunderstanding than facing the fact that 

fundamental differences do exist, and demand recognition and appropriate management. 

Conflicts are an integral part of a human’s life in all aspects. One cannot avoid conflicts in 

families, at work or even when watching the news on television. Respondent11said that 

“conflicts occur sometimes.The sources of those conflicts were:de-motivating conditions; 

unfulfilled basic facilities; work overload; unfair distribution of resources & leadership positions; 

poor attention torules/regulations;unfavorable leadership style; communicationdistortions;safety; 
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lock-outs; overtime; unfair decision; misuse of finance&absenteeism.” On the other very few 

respondents responded that no conflicts did arise in the school. This shown that they didn’t 

understand the inevitability the existence of conflicts in any organization.  

2. Who were involved in these conflicts?  Teachers?  Department head? Principals? Teachers 

and Students? Students and Students? 

Conflict does not occur in a vacuum, in other words, there are causes to conflict of any type and 

perceive conflict and that conflict can be considered as the main vehicle through which change 

takes place in society & which is observed that conflict emerges when one party decides that 

things are not moving the way it should and seeks a change, which is not agreed to by the other 

party.All the school members bring culturally diverse values to their work,have different 

attitudes that result in different goals; have different needs that are not met, which result in 

frustration that exacerbates conflict; have Various expectations; have different perceptions that 

result in differing interpretations of the same information; have limited resources often result in 

an increase in conflict; have different personalities that clash with each other. Respondent 2 

responded that “possibly all the teachers; department heads; principals; teachers & students& 

students & studentswere involved in those conflicts.” 

3. How were these conflicts related to the activities of the school? 

Conflict is an inevitable part of school life because the goals of different stakeholders are often 

incompatible. The level of conflict present in the school has important implications for the 

schools’ overall performance. When there is little or no conflict, school performance suffers. 

Lack of conflict often signals that emphasize conformity at the expense of new ideas, are 

resistant to change and strive for agreement rather than effective decision making. When 
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conflict increases from a low level to a very high level it escalate, organizational performance 

suffers. When a school has dysfunctional high level of conflict, leaders are likely to waste 

organizational resources to achieve their own ends, to be more concerned about solving 

problems than about doing what will lead to a competitive advantage for their school, and to try 

to get even with their opponents rather than make good decisions. When a school has an 

optimum level of conflict, organizational effectiveness is likely to increase. School leaders are 

likely to be open to encourage a variety of perspective, look for ways to improve organizational 

functioning effectiveness.  Respondent 5 noted that“conflicts were related to the activities of the 

school by making disagreements; making hindrances; influencing social relationship; giving 

chance for formation of unruly group of people; making weak correlation& confusion.” 

4. Were these conflicts disruptive or constructive? How?  

A total absence of conflict can lead to apathy and lethargy. A moderate degree of functional 

conflict can stimulate new ideas, promote healthy competition and energies behavior. Although a 

certain amount of organizational conflict may be seen as inevitable, there are a number of ways 

in which management of schools can attempt to avoid the harmful effects of conflict.  Even if 

conflict was taught to be undesirable, it would not be possible to create management free from it. 

Because conflicts are disagreements between parent-teacher-administrator-student  

confrontations due to differences of opinion, believing that only one’s own views and behaviors 

are correct not tolerating differences of opinion and displaying destructive attitudes at times of 

conflicts instead of constructive attitudes 

Respondent 7 said that “the conflicts were constructive because those conflicts were positive 

enough and easy to handle and they end with the resolutions.” But Respondent 6 responded 
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as“the conflicts were disruptive because they impedethe learning- teachingactivities.” On the 

other handRespondent 2 & 3 said that“theconflicts were neither constructive nor disruptive.” 

5. How frequently do conflicts occur in this school? 

Respondent 13 responded that”not frequently but sometimes occurred in the school.” To 

indicate the frequency of occurrence of conflict incidences in the school environment that he 

had witnessed that whenever workers compete for scarce resources, recognition, and power in 

the organization’s “pecking order”, conflict can occur most of the time. This is because 

everyone requires a share of the resources which may include office space, supplies, resources, 

or teaching materials to complete their jobs. On the other hand, Respondent 3 & 4 said “no 

conflicts occurred sofar. This showsthat some teachers do not perceive conflict as an inevitable 

phenomenon that is real in any organization. 

6. How did you resolve these conflicts? What strategies did you employ to resolve the conflicts? 

What measures did you take to resolve such conflicts? 

With regard to strategies and measures taken to resolve conflicts in MPS, various strategies were 

suggested by the interviewees. Among these, Respondent 11 said that “The conflicts were 

resolved by creating open discussions & linkage between staffs; motivating, commitment; 

capacity building allocating position based on qualification; appointing leaders who support 

change; implementing accountability; transparency and activities based on planning.”The 

strategies employed to resolve the conflicts were “compromising; integrating; avoiding; 

dominating & obliging.” The disciplinary measures taken were “oral &written warnings” 

7. Did the strategies work well in resolving the conflicts? 
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Conflict management strategies used in schools include; building on leadership skills and having 

a mechanism in place to deal with conflicts to enable the strategies work well in this school. 

They also work on being knowledgeable about sources of conflicts, expanding resources, giving 

staff opportunities for growth, and also trying to embrace change. Respondent 11 agreed that 

“the strategies worked well in resolving these conflicts in the school.” 

8. What were the challenges faced in trying to resolve the conflicts? 

Creating a work environment in which employees are productive is essential to increase profits 

for the organization, corporation or small business. In looking at the relationship between work, 

the workplace and the tools of work, workplace interactions become an integral part of work 

itself. The management should strive to maximize employee productivity by focusing on three 

major areas which include: personal motivation, conflict reduction and the infrastructure of the 

work environment. Respondent 12 responded said “the challenges were poor communication; 

inability to get to know students; procrastination& lack of tolerance but as compared to the 

previous years the challenges were decreased.” 

4.2.Views of all respondents 

4.2.1, Views on sources of conflict   

 Institutional related conflicts:  

Organizational conflict is disagreement by individuals or groups within the organization, which 

can center on factors ranging from resource allocation and divisions of responsibility to the 

overall direction of the organization. In any organization, there are many causes of conflicts; 

however, conflicts within an individual usually arise when a person is uncertain about what task 

is expected to do, if not clearly defined by the supervisor or the person in charge. The issues on 
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resources (i.e., scarcity, allocation and sharing) were mentioned as a source of conflict. Results 

obtained from interviews indicated that inadequate school resources for teaching and learning 

process could directly result in conflicts between leaders and teachers in MPS. Teachers on their 

part mentioned work overload, dissatisfaction, unfair scheduling of time table, poor 

accountability and responsibility of school leaders as well as lack of recognition or rewards for 

their achievements but the sources were seen in small number.  On their part, teachers mentioned 

lack of opportunities for training to develop their skills in different areas.  

 Leadership related conflicts 

Respondents identified false reports as elements which bring conflict between teachers and 

school leaders. Teachers felt that school poor communication; disagreements; lack of 

commitment and inferiority complex; dishonesty, gossip, disrespect, lack of confidentiality, 

favoritism, and unfair selection of teachers for training and unfair allocation of leadership 

positions as causes of conflict.  

 Work related 

When conflict is managed poorly in a work environment, members of the team are likely to be 

less committed to the group and its decisions. People who work in environments where conflict 

isn't managed effectively tend to exhibit both low job satisfaction and reduced 

productivity.Workplace conflict can occur in a variety of ways: between two employees, among 

entire teams or between supervisors and the team members they managePoints viewed by 

respondents in relation to work activities: Lack of preparation of lesson plans; low achievement 

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

among school members; misunderstanding; lack of teaching professional materials; overload of 

work; unfair scheduling of time table; teachers’ dissatisfaction with work; poor accountability 
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and responsibility; lack of rewards systems; absence of tolerance among workers; poor 

implementation of educational policies and lack of skill training. 

2.Views of respondents on Conflict Management Strategies 

 Leadership related 

Knowing the sources of conflict; allocating position based on qualification; appointing leaders 

who support change; implementing accountability; transparency and activities based on 

planning; fair allocation of resources; solving problems promptly; participating staff in decision 

making process; motivating, rewarding and promoting efficient workers in school; maintaining 

confidentiality and honesty; updating technology using skills of stakeholders and adjusting 

training based on needs. 

 Work related 

Understanding individual’s roles and accepting individual difference; giving individuals 

autonomy in decision making; encouraging competition; developing self-confidence among 

workers; keeping school rules and regulation of schools; avoiding superiority and inferiority 

complex. adjusting training based on staff needs and updating technology using skills of 

stakeholders could supports leaders to modernize (update), enhance staff achievement; in-turn 

improve school performance.  Staff participation in decision making as well as motivating, 

rewarding and promoting efficient workers in school were mentioned as strategies used to 

manage conflicts in school. Understanding individual roles and accepting individual differences 

in school affairs was an essential element in managing conflicts. Besides, individuals’ autonomy 

in making decisions, encouraging competition and developing self-confidence among workers 

were used to bring effective and efficient accomplishment of the school plan.  

 Institutional   
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Conflict management involves acquiring skills related to conflict resolution, self-awareness 

about conflict modes, conflict communication skills, and establishing a structure for management 

of conflict in your environment. Using the right procedure in conflict management; developing 

an organization culture where are encouraged to work hard in school continuously. 

3. Views regarding Conflict Resolution Techniques  

 Institution related techniques 

Appling appropriate leadership styles: integrating, avoiding, compromising, accommodating, 

dominating and obliging design wise technique to resolve or smooth the situation; practicing 

accountability and transparency; discussion, giving genuine decision and sharing information; 

providing skill development trainings; expansion of resources; achieving individuals work plan 

accordingly and being punctual at the work place; stimulating competition; developing openness 

at work place; bringing peace and security at work place and creating attractive work 

environment. 

 Leadership related techniques:   

We are bound to agree and disagree at one point or the other, but can only be subjected to 

considerable control by the administrators and managers of the various organizations, be it 

educational, such as schools and colleges, by taking into consideration those methods, strategies 

and techniques that match up with the nature of conflict at their disposals. Notably, conflict may 

bring about mutual understanding among parties that are involved in one disagreement or the 

other. Respondents indicated that school leaders apply different leadership styles based on the 

situation and design wise techniques to resolve or smooth the conflicts. Most observable 

techniques that are used as end results include: integrating; avoidance; compromise; accommodating; 

dominating & obliging,  

 Work related techniques:  
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The results shown in the conflict management techniques, the main components are integrating 

avoiding, compromising, dominating and accommodating. Conflict management factors matters 

include effective communication channels, equal access to value resources, enhancement of 

goals, transparency; resolving causes of conflicts interest demand of conducive teaching 

environment educational context these factors can move to affect school efficiency and 

effectiveness. For example, communication plays an important role in schools when the head of 

school and departments and through one department communication can create transparency and 

spirit of team work. These can minimize the occurrence of conflicts in the schools. Regarding the 

causes of conflict variable, the following attributes were identified: scarcity of resources, poor 

decision making, and unequal distribution of workload and lack of openness.Handling individual 

differences/ or behaviors in a unique way serve as a technique to resolve conflicts. School 

leaders need to gain information about the followers so as to handle individual difference; work 

towards building interpersonal skills that come in handy while dealing with conflicts; strive to 

stimulate competition; develop openness at the work place and take measurements based on 

institutional rules and regulation.  
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Chapter Five 

5. Summary of findings, conclusion and recommendations 

5.1 Summary of findings 

The basic aim of this study was to investigate into the ’’conflict management strategies by school 

leaders in Medhaneale preparatory school of Gullele sub-city, Addis Ababa city administration.’’ 

The study covered one government preparatory school.The interviews were administered 

successfully. Data received from the interviewswere analyzed based on the two groups of the 

respondents' opinions. This was shown in the Table 1 & 2, which was also analyzed as shown in 

chapter four of this study.Related literature review was extensively received, covering such areas 

as ingredients of conflict, types of conflict, sources of conflict, conflict management etc. In MPS 

compromising style integrating and avoidancewere practiced more frequently next to these 

compromise style was next, the use of accommodating and dominating were took the thirdplace 

&obliging was least exercised. Sothe frequency of occurrence of conflictsdecreased in last 

academic year as compared to the previous times. 

Below is the summary of findings of interviews and data analysis;  

a. Major findings of the study revealed that some teachers do not perceive conflict as an 

inevitable phenomenon that is real in any organization. 

b. That conflict situations appear less frequently in the schoollife. 

c. That conflict is a natural disagreement resulting from individuals or groups that differ in 

attitude, beliefs, values or needs.  

d. That lack of skill training can contribute to conflicts to occur. 

e. That lack of effective communication; de-motivation conditions;tolerance & reward system 

can contribute to conflict situation to happen.  
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5.2 Conclusion 

The researcher observed that the sources of conflicts were grouped into three thames as to the 

over views of the respondents: Institutional - unfair distribution of resources; lack of teaching 

materials; unfulfilled basic facilities & de-motivating conditions.Work related- low work 

satisfaction, poor working relationships, resistance of additional works and leadership related- 

poor communication, unfair decision, misuse of finance, poor communication, favoritism.The 

researcher also observed that some respondents erroneously view conflict from a negative 

perspective - as disruptive or dysfunctional. Some respondents also do not perceive conflicts as 

an inevitable phenomenon that is real in any organization. It is true that conflict may be 

uncomfortable, if changes are to occur if organizations are to survive and adapt. All 

organizations, however simple or complex must possess a range of mechanism or procedures for 

managing conflict. The most observable techniques that are used as end results In MPS 

include:integrating; avoidance; compromise;accommodating; dominating and obliging. 

The results shown in the conflict management techniques, the main components are integrating& 

avoiding most frequently; secondly dominating and accommodating; compromising and obliging 

least exercised.Therefore,from the respondents’ views of responses it was concluded that the 

frequency of the occurrence of conflicts in MPS has decreased in last academic year as compared 

to previous years.Therefore,the school leadershiphas the potential to effectively implement 

conflict management strategies. 

5.3 Recommendations 

Based on the findings of this project report, the following recommendations were made: 

 The school leaders should strive on basic skill development trainings based on needs, 

reward system, fair allocation of scheduling& fair distribution of resources.  
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 The school leaders should apply the situational approach to conflict management because 

methods of conflict management which is appropriate in one case may not necessarily be 

appropriate when applied to a conflict generated from another source.  

 The school managers should endeavour to meet with the parties involved in the conflict 

situation at the different point in time and thereafter bring the parties together for the total 

reconciliations. 

  The school managers/administrators should display good sense of leadership spirit and 

styles among the entire staff of the school at all times. 
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Annex   A 

Interview 

 

Ethical Consideration 

Interview was designed to elicit information from respondents for the purpose of collecting of 

primary data for the assessment. It was very helpful to supplement inadequate information 

gathered using the interview. Thus, eight interview questions were prepared to gather 

information from all the four principals and thirteen teaching staffs of the school by the closed-

ended interview questions based on responses from teachers and principals regarding conflict 

management strategies 

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

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

purpose of the study was also introduced in the introduction part of the interview and subjects 

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 respondents’ 

response during data presentations, analysis and interpretations. Furthermore, all the materials 

used for this research have been acknowledged.  

Closed-ended interview was administered to four principals and thirteen teachers. Amharic 

language was used and recorded and transcribed to analyze in-depth data. This tool was selected 

since it is helpful to obtain the opinion, beliefs, feelings and views in detail.  

Dear respondents,  

To collect data for the pursuance of a master thesis research on the topic “conflict management 

school leaders in government preparatory schools in Gullele sub-city” as partial requirement for 
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the fulfillment of MA in Educational leadership and management. Its purpose is purely academic 

and hence no part of your information would be disclosed to anyone else or can be used for 

businesses other than academic purpose. To realize the objective, your response to the items in 

this questionnaire is very important. I therefore request your kind cooperation to that end.  

                            Thank you for your time and cooperation 

Annex B 

Iinterview questions 

1. Did you ever notice conflict arising in this school? What were the sources of those 

conflicts? 

 

2. Who were involved in these conflicts? Teachers? Department head?  

Principals?Teachers and students?Students and students? 

 

3. How were these conflicts related to the activities of the school? 

 

4. Were these conflicts disruptive or constructive? How?  

 

5. How frequently do conflicts occur in this school? 

 

6. How did you resolve these conflicts? What strategies did you employ to resolve the 

conflicts? What measures did you take to resolve such conflicts? 

 

7. Did the strategies work well in resolving the conflicts?  

 

8. What were the challenges faced in trying to resolve the conflicts?       

ቃሇምልልስ 

 

1. በዚህት/ቤትግጭቶችሲከሰትአስተዉሇዉያዉቃለ?የግጭቶቹመንስኤዎችምንድንናቸዉ? 

 

2. በነዚህግጭቶችየሚካተቱእነማንናቸዉ?መምህራን?ዲፓርትመንትተጠሪዎች?ርእሰመምህራን? 

መምህራንናተማሪዎች?  ተማሪዎችናተማሪዎቸ? 

 

3. እነዚህግጨቶችከት/ቤቱስራእንቅስቃሴዎችጋርእንዴትይያያዛለ? 
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4. እነዚህግጭቶችብጥብጥ/ነዉጥየሚያስፈልጉናቸዉወይንስገንቢዎችናቸዉ 

 

5. እነዚህግጭቶችበት/ቤቱምንያህልተደጋግመዉይከሰታለ? 

 

6. ግጭቶቹእንዴትይፈታለግጭቶቹንሇመፍታት/ሇማስማማትምንእይትእስትራቴጂዎችንይከተላለ?ሇግጭቶቹምንዓይነት

የመፍትሄርምጃዎችተወሰዱ? 

 

7. ግጭቶቹንሇመፍታትየሚከተሏቸዉእስትራተጂዎችበጥሩሁኔታተግባራዊይሆናለ? 

 

ግጭቶቹንከመፍታትአኳያምንአይነትተግዳሮቶችአጋጥመዎታል? 

Annex C 

Table 1: The responses of the four principals to interview questions 

No Respondent1 Respondent 2 Respondent 3 Respondent 4 

1 

 

 

Yes, I noticed 

conflicts arise 

some times. The 

sources of 

conflicts were 

work related, 

leadership 

related; institution 

related somehow.  

 

Of course I noticed 

conflicts arise.. 

The sources of 

conflicts were: 

poor attention to 

rules & 

regulations;time 

management 

problems in 

planning & 

settings works; 

low academic 

performance; 

Yes, conflicts 

arise. The sources 

of conflicts in our 

school were: lack 

of trust; lack of 

cooperation; 

ineffective use of 

time; being 

occupied in 

personal affairs; 

low academic 

performance; poor 

working 

I noticed conflicts 

arise few times last 

year than ever. The 

sources of conflicts 

were in rare cases 

lack of 

communication 

skills; scarce 

resources; safety; 

hours of work; waste 

time or lag time; 

procrastination; 

resistance of 
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condition of 

services. 

relationship; 

scarce resources; 

communication 

distortions; 

compromise; poor 

accountability & 

responsibility 

&condition of 

services. 

additional works;  

stay away from work; 

low work 

satisfaction;  low 

work satisfaction; 

absenteeism; fell to 

submit student’s 

results & information 

in time; low work 

satisfaction; safety; 

unfulfilled facilities; 

unfair distribution of 

resources; lack of 

resources and stay 

away from work. 

2  It is possible to 

say all were 

involved in these 

conflicts. 

All were involved. All teachers; 

department heads; 

principals; 

&students were 

involved. 

All of them were 

involved. 

3 Causes related to 

school activities: 

limited resources; 

Causes related to 

school activities; 

inefficient time 

The conflicts 

related to the 

activities of our 

Causes related to 

school activities; poor 

communication 
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poor 

communication 

network;overlappi

ng authorities and 

role conflict& 

role 

incompatibility 

and role 

ambiguity. 

management, task 

interdependence. 

school were poor 

management of 

time and unfair 

resource 

allocation. 

experiences androle 

conflict. 

4 The conflicts 

occurred were 

constructive 

because they were 

simple to handle. 

 Mostly all the 

conflicts were 

constructive. 

The conflicts 

which I observed 

were not 

disruptive, because 

they were simple 

to handle & come 

up to the solutions 

in our school. 

Almost all the 

conflicts occurred 

were constructive. 

5 The conflicts 

occur sometimes. 

Most of the time 

conflicts occurred 

in this school. 

The conflicts occur 

not frequently but 

sometimes. 

The conflicts occur 

sometimes less 

frequently. 

6 Conflicts were 

solved by creating 

linkage between 

Conflicts were 

solved throughfair 

allocation of 

Conflicts were 

solved by 

motivating; 

Conflicts were solved 

by creating open 

discussions & linkage 
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staffs, motivation, 

commitment; 

updating 

technology& 

capacity building. 

The strategies 

employed were 

integrating, 

compromising & 

accommodating. 

Disciplinary 

measures taken 

were  warnings. 

resources, know 

the source of 

conflict,   

developing self-

confidence that 

embrace conflict, 

talk together, listen 

carefully, find 

agreement, provide 

guidance, be quick 

to forgive, create 

linkage among 

staffs, motivation, 

commitment and 

capacity building. 

Staff participation 

in decision making 

as well as 

motivating, 

rewarding and 

promoting 

efficient workers,  

The strategies 

building capacity 

the staff; 

rewarding & 

promoting 

efficient workers 

The strategies 

employed were 

compromising 

&integrating. 

Disciplinary 

measures taken are 

oral & written 

warnings, penalties 

in salary. 

 

between staffs, 

motivating; 

maintaining 

confidentiality & 

honesty; commitment 

& capacity building. 

The strategies 

employed were 

accommodating& 

compromising. 

Disciplinary 

measures taken are 

oral & written 

warnings,monetary 

penalties. 
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wereintegrating, 

dominating, 

obliging, avoiding 

& 

compromising.Dis

ciplinary measures 

taken are oral & 

written 

warnings,&moneta

ry penalties. 

7 Yes. Yes. Yes. Yes the 

strategies/styles did 

worked well 

effectively. 

8 To some extent 

the challenges 

faced 

wereresistance of 

additional works; 

poor working 

relationship; 

inability to follow 

rules; neglect 

The challenges 

were: 

maltreatment of 

work; under 

achievement of the 

school plan; 

neglect of duties.  

Challenges were: 

unable to take 

responsibility; 

inability to allow 

rules regulations. 

The challenges faced 

were; neglect of duty 

and lag time. 
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duty; felling of 

doubt or 

displeasure; low 

work 

satisfactions; 

procrastination; 

absenteeism; 

maltreatment of 

work; 

interferences of 

others; 

unnecessary 

complaints; 

dissatisfaction 

and not taking 

responsibilities. 

 

Table 2a.The responses of four teachers to interview questions 

 

Q. No Respondent 1 Respondent 2 Respondent3 Respondent 4 Respondent 5 

1 Yes, conflicts did 

arise. The sources 

of these conflicts 

Yes, conflicts 

did arise.  The 

causes of 

So far, I didn’t 

notice conflicts 

arise & no 

No, I did not 

notice. No 

sources of 

Yes. Conflicts 

did arise. The 

sources of 
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were lack of 

trust,de-

motivating 

conditions, lack 

of teaching 

materials,unfair 

scheduling of 

time table; lack of 

teaching materials 

&disobedience of 

therules/regulatio

ns;  

conflicts were 

all work related. 

sources of 

conflict. 

 

conflicts. these conflicts 

were low work 

satisfaction; 

poor time 

management 

styles & unfair 

selection of 

teachers for 

training. 

 

 

2 All of them were 

involved in these 

conflicts. 

All   teachers; 

department 

heads; 

principals; 

teachers & 

students & 

students & 

students were 

involved. 

No one was 

involved. 

No one. All of them. 

3 Conflicts were 

related to the 

Conflicts were 

related to the 

No conflicts 

related to the 

No relation. disagreements; 

making 



 

 

81 
 

activities of the 

school in making 

hindrances&influ

encing social 

integration in 

teaching-learning 

activities. 

activities of the 

school by 

giving chance 

for the 

formation of 

grapevine, 

influencing 

peace & 

stability.  

activities of the 

school existed. 

hindrances; 

Influencing 

social 

relationship; 

giving chance 

for formation 

of unruly group 

of people; 

making weak 

correlation& 

confusion. 

 

4 The conflicts 

were constructive 

because they were 

not harmful & 

they could be 

easily solved. 

Somehow 

disruptive 

because those 

conflicts caused 

negative 

consequences in 

interpersonal 

relationships 

however they 

were 

controllable. 

Neither 

disruptivenor 

constructive. 

Neither 

disruptive nor 

constructive. 

The conflicts 

were 

constructive 

because they 

were ended 

with the 

resolutions. 
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5 Most of the time Sometimes No conflicts 

occur so far. 

I noticed no 

conflicts 

occured. 

At least 10 

times a year.  
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6 The conflicts 

were resolved by 

understanding 

individuals’ roles; 

developing self-

confidence; 

accepting 

individual 

differences; turn 

blind eye; 

avoidingsuperiorit

y & inferiority 

complex.  The 

strategies 

employed were 

accommodating, 

obliging & 

compromising.W

hen the strategies 

didn’t solve –

conflicts, 

warnings; penalty 

of salary were 

The conflicts 

were resolved 

by encouraging 

competition & 

ignoring.  

 The strategies 

used were 

avoiding; 

compromising; 

domination& 

accommodation 

and 

forcing.Warnin

gs & monetary 

penalty of 

salary were 

taken as 

measures.  

No strategies 

& no 

measures.  

No conflict, no 

strategies, no 

measures taken. 

Conflicts were 

resolvedby 

implementing 

the right 

procedures in 

conflict 

management & 

developing 

organization 

culture where 

as workers 

engaged in 

hard working 

in school& 

Developing 

self-

confidence. 

The strategies 

were 

integrating; 

compromising 

& dominating. 

The measures 
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taken as 

measures. 

 taken  

were:  

providing oral 

warnings 

&written 

letters.  

7  Yes they did. The strategies / 

styles did work 

well. 

No  No  Yes, the 

strategies did 

work well. 

8 The challenges 

faced were such 

as dissatisfaction, 

lag time, 

unnecessary 

complaints, and 

lack of tolerance. 

I noticed 

challenges 

faced were lack 

of tolerance and 

irresponsivenes

s. 

No challenges 

faced. 

No challenges 

faced. 

The challenges 

were mistrust 

among 

workers; poor 

communication 

skills & poor 

integration.. 

 

Table 2b.The responses of teachers to interview questions 

N

o 

Respondent 6 Respondent  7 Respondent  8 Respondent 9 Respondent10 

1 Yes, I noticed 

the conflicts did 

arise. The 

Yes, conflicts 

did arise.The 

sources were 

No, I didn’t No, I didn’t see 

conflicts arise. 

Yes, they did 

arise in small 

number than 
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sources of the 

conflicts were 

unfair allocation 

of resources; 

irresponsiveness; 

poor time 

management; 

lack of trust; low 

cooperation; 

unfair decisions 

&unfulfilled 

basic facilities. 

work related to 

poor 

communication; 

lag time; 

absenteeism; 

misuse of 

resources; 

demotivating 

conditions & 

condition of 

services. 

early academic 

years. The 

causes were: 

unfair selection 

for trainings;no 

respect to the 

rules& leaders 

&lack of 

teaching 

materials.. 

2 Teachers & 

students, 

students & 

students, leaders, 

teachers 

All were 

involved. 

No one was 

involved. 

No one. Principals; 

teachers; 

department 

heads; teachers 

&students& 

students & 

students were 

involved. 

3  Conflicts 

influence 

teaching-

Conflicts had 

relations to the 

school activities 

No relation to 

the activities of 

the school. 

No relation to 

the activities. 

Conflicts were 

related to school 

activities by 
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learning process 

and in managing 

activities. 

by influencing 

peace, security 

& personal 

relations. 

giving chances 

to make 

hindrances and 

confusions, 

 

4 Destructive 

because they 

impede learning- 

teachingactivitie

s. 

Constructive 

because these 

conflicts were 

simple to 

manage 

&controllable. 

Neither 

disruptive nor 

constructive. 

They were 

neither 

disruptive nor 

constructive. 

Constructivebec

ause they were 

not helpful;  

positive enough 

and easy to 

handle.  

5 They occurred 

most of thetime. 

Most of the 

time. 

So  far  not at all Not at all Most of the time 

6 Conflicts were 

solved by 

creating 

favorable work 

conditions; 

linkage between 

staffs; 

motivating;capac

ity building; 

participating 

Conflicts were 

solved by 

motivating; find 

agreement; 

provide 

guidance & 

quick to 

forgive. 

The strategies 

employed 

No conflicts, no 

strategies/style 

There were no 

conflicts, no 

strategies I 

knew. 

Conflicts were 

solved by & 

creating fair 

allocation of 

resources& 

Creating 

awareness. The 

strategies 

employed were 

integration; 
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staff in decision 

making;  develop 

openness& self- 

confidence 

among people;  

embrace conflict; 

talk together & 

listen 

carefully.The 

strategies 

employed were 

compromising; 

integrating; 

avoiding; 

dominating & 

obliging. 

Disciplinary 

measures taken 

were warnings 

&monetary 

penalties. 

wereaccommod

ating; avoiding; 

dominating & 

obliging. 

Measures taken 

were oral & 

written 

warnings. 

avoiding & 

obliging. 

Measures taken 

were warnings 

& monetary 

penalties. 

7 Yes, they did 

work well. 

The strategies 

did work well. 

No.   

 

No. Yes. 
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8 I observed 

challenges such 

as misbehavior 

of students; 

bypassing; poor 

communication 

skill; complexes 

& ignorance. 

The challenges 

faced were 

dissatisfaction; 

unnecessary 

complaints & 

lack of 

tolerance. 

No challenges 

faced. 

No challenges 

faced. 

The challenges 

were gossips; 

maltreatment of 

work; under 

achievement of 

the school plan 

& neglect of 

duties. 

 

Table 2c.The responses of teachers to interview questions 

 

N

o 

Respondent11 Respondent 12 Respondent  13 

1 Yes, conflicts did arise 

sometimes. The 

sources of these 

conflicts were 

unfulfilled basic 

facilities; work 

overload; unfair 

distribution of 

resources & leadership 

positions; poor 

Yes, I did notice 

conflicts arise. The 

sources were   poor 

time management & 

de-motivating work 

conditions. 

Yes they did arise. The 

sources were tardiness; 

poor working relationship; 

lag time;   information 

gaps; autocratic rules & 

distrust. 
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attention 

torules/regulations; 

communicationdistorti

ons; safety; lock-outs; 

unfair decision; 

misuse of 

finance&absenteeism. 

2 All were involved. All. All of them. 

3 All conflicts were 

related to the 

activities. Because of 

them weak correlation 

& distrust did 

observed. 

Those conflicts gave 

chances for poor 

integration between 

leaders & staffs. 

The conflicts yield distrust 

&poor integration 

between people. 

4 The conflicts occurred 

were constructive 

because they were 

easy to handle. 

They were constructive 

because they were 

simply   controlled.    

The conflicts were 

constructive because they 

were end with resolutions.    

5 The occurrences were 

few times.  

Conflicts occurred 

some times. 

Not frequently but 

sometimes. 

6 Conflicts were 

resolved with 

discussions; creating 

They were resolved by 

open 

discussions&compromi

They were resolved by 

adjusting need based 

trainings; fair allocation of 
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linkages between 

staffs; motivation; 

commitment; 

allocating position 

based on qualification; 

appointing leaders 

who support change; 

implementing 

accountability; 

transparency and 

activities based on 

planning. The 

strategies employed 

werecompromising; 

integrating; avoiding; 

dominating & 

obliging.Measures 

taken were warnings 

& monetary penalties. 

sing. . The strategies 

employed are; applying 

appropriate leadership 

styles; accommodating 

compromising; 

avoiding & ignoring. 

Disciplinary 

measurestaken were 

warnings & salary 

penalties. 

resources & implementing 

right procedures.  The 

strategies were 

integration; 

compromising; avoiding 

& dominating. The 

measures taken were  

warnings& monetary 

penalties.  

7 Yes, theydid work 

well. 

Yes, they did. Yes the strategies did 

work well. 

8 Irresponsiveness; 

ambitions; bypassing; 

The challenges 

werepoor 

There were challenges 

such asmaltreatment of 
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gossips; complexes; 

ignorance & lag time 

were observed as the 

challenges. 

communication; 

inability to get to know 

students; 

procrastination& lack 

of tolerance but as 

compared to the 

previous years the 

challenges were 

decreased. 

work &neglect of duties.  

 

 

Annex D 

 Document Review Guide or check list questions 

i. What types of conflicts arose in the school during the last academic year? 

ii. Which conflict types are more common in the school? 

iii. How were those conflicts resolved? What measures were taken by the school leadership 

to overcome those conflicts? 

iv. What were the outcomes of those measures? 

 


