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ABSTRACT 

The purpose of this study is, to investigate the 

strategies of managing conflict at the individual, 

interpersonal, group, and intergroup levels, as well as, to 

device appropriate tactics for the effective management of 

conflict arising in the Primary Teachers' Training Institutes 

of Ethiopia. 

Efforts were made to identify the types and causes of 

conflicts, conflict resolving and disciplinary mechanisms; 

and the major duties of principals in the management of 

conflicts. Hence, the sample population used in the study 

were ~4l randomly selected academic and administrative 

staffs. They are from the five zonal sampled institutes. At 

the same time, interviews, individual reports, and selected 

case studies were used to sUbstantiate the data. 

The computed data, using arthimatic mean, t-tests, 

spearman-Rank-order-correlation coefficient (rs)~Chi-square 

goodness-or-fit, and percentages, were used and the findings 

and conclusions were drawn. In this way, the type of 

conflict: intrapersonal, interpersonal , intragroup, and 

intergroup conflicts with their generating factors were 

identified. Integrating, compromising and problem solving 

mechanisms, oral and written reprimands, and punishment in 

fine disciplinary techniques showed high rate of applications 

for the management of conflicts. 

The high rank order correlation (.86) and t-test (no 

significant mean rank difference) between the academic and 

the administrative staffs indicated that there was high 

degree of agreement of attitudes towards the duties of the 

principals on controlling conflicts in the institutes. 



In general, the findings ~ffi~ed that the majority of 

administrators lack specific knowhow of conflict resolving 

mechanisms. However, for the effectiveness of management of 

conflict processes, both groups, i. e., administrators and 

subordinators, could aquire these methods through special 

training. 

-1 x-



CHAPTER ONE 

INTRODUCTION 

1.1. Background of the Problem 

Education is believed to be one of the greatest motive 

forces that share the task of giving the paceof economic, 

social, and political advancements of a society. 

Modern education, though a recent venture in Ethiopia 

(Lulusegged, 1969:21), has brought an increasing demand for 

better and improved system of education. The need for better 

and more schools has become too obvious so as to cope with 

the new social, psychological, and economic problems, by 

producing well-prepared citizens. This condition has brought 

an increasing effect on the number of teachers as well as 

administrative staff, making the management more complex, and 

challenging. The primary Teachers' Training Institute of 

Ethiopia follow the same path of development. 

The Primary Teachers Training Institutes of Ethiopia are 

one of educational training centres for primary school level 

(1-6). The programme is guided by Teachers Education. 
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Currently candidates are recruited after having completed 
J 

grade 12. In these institutes, in general, the programmes 

are designed to cover up one year professional training in 

Pre-service and in-service for primary school teachers and 

directors (MOE, 1984: 33-34). 

Among the many challenges, "conflict and its management" 

(Bekele; 1985:1) seems to be typical feature in these 

institutes. As Dennison and Shenton (1987:87) stress, " 
However well organized a school and what ever its success in 

sustaining an adoptive environment conflict "disagreement I 

about the outcome of behavior in relationship is quite 

unavoidable". 

Some writers like Baron (1985: 272-279); and Rahim (1986 

:8) indicate that conflict becomes a common part of life in 

modern organizations. They pointout that in this 

organizations conflict at the level of individuals, groups, 

units, departments and organizations is certain to appear. 

Conflict in education, as in many modern organizations, 

often appears between two bases of authority, the profession 

and bureaucracy (Anderson, 1968:170). Such a conflict has 

been emerging for sometimes as counter-vailing forces. More 

teachers and administrative workers identify school 

administrators with the bureaucratic structure, its 
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centralization of authority and rigid prescription of 

behavior. 

Furthermore, the size of a school organization would be 

expected to influence authority conflict. As the size 

increases, the impersonal treatment of students and workers 

will be affected. In this regard, Thompson (in Anderson, 

1968:122) sees intraorganizational conflict as an outgrowth 

of the interaction among the systems of authority, status, 

technical skills, and communications which constitute an 

organizations structure. Because an increase in size 

ncecessi tates new levels of hierarchy and increases the 

divisions of labour and dependence upon specialized skills. 

Friction between formal and functional bases of authority 

would be anticipated in large educational institutions. 

Hence, Anderson (1968:127-128) hints four factors that 

influence authority conflict within such institutions as: 

The formal, institutionalized authority 
inherent in bureaucratic rules; the 
nature of the professions involved 
including the personality, training, and 
expectations of their members and the 
nature of service they render; 
characteristics of individual 
organizational members, particularly 
sex, and the type of clientele served. 

Obviously, persistent conflict can exert a wide range of 

negative effects on the functions of educational 

institutions. For example, it can interfere wi th 

coordination and communication; increase the tendency to 
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stereotyping one's opponents, and include shifts toward 

authoritarian, rather than democratic styles of leadership 

(Fodor, 1976:313-318). 

This is not, of course, to say that organizational 

conflicts produce only negative results. In some cases, they 

can yield benefits of considerable value. Simultaneously, 

conflict may lead its way to more careful consideration of 

new ideas and approaches. It can also generate problems that 

can be easily realized (Baron, 1985:272-279). 

Accordingly, the field trip reports of the Ministry of 

Education (1992:2) stressed the following major conflict 

generating factors has been assessed in the institutes: role 

dissatisfaction of some teachers and workers, unnecessary 

authoritative domination of principals, dissatisfaction on 

performance evaluation, lack of fulfilling transfer requests 

of some staff, interference of the regional education 

administrative authorities in the affairs of the institutes, 

improper division of class load of some teaching staff, 

improper payment of part-time work of the staff,and the over 

loading of co-curricular and vocational subjects on some 

staff. 

Generally, school conflict may be classified as, 

"Intrapersonal, interpersonal, intragroup I and i ntergoup" 
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(Rahim, 1985:81-89). The management of these conflict has 

taken two directions. As Rahim (1986:27) indicates first, 

moderate amount of conflict may be maintained for increasing 

organizational effectiveness by altering the sources of 

conflict. Second, others have attempted to relate the various 

styles of handling interpersonal conflict of the 

organizatonal participants and their effects on the quality 

of problem solution or attainment of social system 

objectives. It can be more evident from this discussion that 

the distinction between the ' amount of conflict' at various 

levels and ·'styles of handling interpersonal conflict " . 1S 

essential for a proper understanding of the nature of 

conflict management. 

Again, it is important to know that the effectiveness of 

the Primary Teachers' Training Programme depends on the 

efforts exerted by a principal to influence the behavior of 

the institution personnel towards the achievement of the 

institute and/or group goal. 

To this effect, the principal (the leader) may call for 

the active involvement and participation of all teaching and 

administrative personnel in the ov~rall management of the 

institutes' resources to promote effective training 

processes. 
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Effective principals are problem solvers rather than 

problem avoiders. This is because they accept problems as 

challenges and as an opportunity to prove their worthiness 

for advancement (Williams, 1978: 224-248). It is, therfore, 

generally accepted that the Principals positions in the 

Primary Teachers' Training Institutes require exceptional 

qualities for the advancement of managing conflict. 

1.2. statement of the Problem 

In the research, many questions have been addressed to 

develop a design for the management of conflict in the sample 

Teachers' Training Institutes. These have been delebrately 

made to fulfill the following general and specific objectives 

of the research. 

The general objectives of this study are to investigate 

the strategy of managing conflict of the individual 
, 

(.ntrapersonal), interpersonal, intragroup and intergroup 

(department work group) levels of the institutes, and to 

determine the appropriate tactics for the effective 

management of such conflict situations. 

The specific objectives are to: 

a) Identify the nature and types/ levels/of conflict in 

the institutes. 
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b) Find out basic factors that generate conflict in the 

institutes. 

c) Indicate the main duties that a principal can play in 

controlling conflicts in the institutes. 

d) Seek appropriate methods for managing conflict in the 

institutes. 

e) SUbstantiate the theoretical manageability of 

conflict in the institutes. 

Therefore, inorder 

attempts were made to 

to carry out 

seek possible 

following basic questions. 

these objectives, 

solutions for the 

1. What are the major types (levels) of conflicts in 

the Primary Teachers' Training Institutes of 

Ethiopia? 

2. What are the main conflict generating factors in 

the institutes? 

3. In the management of each type of conflict, how far 

are resolving mechanisms (integrating, obliging, 

avoiding, dominating, and compromising) and problem 

solving techniques implemented in the institutes? 
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4. How far can disciplinary measures be realized as 

the resolution of conflict in the institutes? 

5. What are the main duties that principals play in 

controlling the conflicts in the institutes ? 

Therefore, attempts were made to infer possible answers 

and tested their significance levles for each of the above 

cited questions. 

1.3 Delimitation of the study 

The scope of this study is too wide in so far as 

comparisons could be made on various basis. The study would 

remain vast unless random selectionn was made. For this 

reason, the five primary Teachers' Training Institutes: 

Awasa, Debre Berhan, Dessie, Harar and Nekemte were taken as 

representative samples of the study (refer to chapter three 

for the details) . 

Furthermore, to make the study more manageable, it was 

decided to delimit it to the four types/levels/ of conflict: 

1. intrapersonal, 2. interpersonal, 3. intragroup, and 4. 

intergroup. Each of the conflict management strategy was also 

included. 
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1.4. significance of the Study 

The primary concern of this study is, iJlainly directed 

towards the identification of factors pertaining to a 

strategy for managing conflict in the primary Teachers I 

Training Institutes of Ethiopia. 

Because of the key role that managing the possibly 

arising conflict plays in an organization, many theoreticians 

and practitioners have conducted various pieces of researches 

in this field. For examples, Rahim (1985: 81-89); Cafferty 

and Steufert (1974:48-53), Jamieson and Thomas (1974: 321-

336); Drexler and Lindell (1981:877-895),- Walton, Dutton, and 

Cofferty (1969:522-543); Kilmann, and Thomas (1979: 59-69) i 

Pareek (1982: 3-65) etc.; are some, who in one way or the 

other, dealt with the studies. 

Nevertheless, in our case, except the senior essay of 

Bekele Chikawala (1985), Survey studies of Firew Kefyalew 

(1982 EC) and Ayalew Shibeshi (1983 EC), no other related 

research has been carried out on the Primary Teachers I 

Training Institutes of Ethiopia. Thus, this study is 

believed to be significant because it touches a major problem 

at a national level. 
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Moreover, various researchers, psychologists and 

scientists have agreed that conflict has become " a field of 

study not investigated thoroughly" (Crowin, 1970:33). The 

study of such managerial problems in this regard is very 

important in order to determine the appropriate srategies for 

resolving conflicts .in the Primary Teachers' Training 

Institutes of Ethiopia. 

This research is, therefore, 

following core reasons. 

significant for the 

a) It will pinpoint the magnitude and sources of 

conflit so that the concerned authorities can take 

measures to handle it. 

b) It may also help to call the attention of 

practitioners to know the techniques of avoiding 

undesirable conflicts and exploiting the benefit of 

the disirable ones. 

c) It is hoped that the study may also serve as a 

launching pad gfor further comprehensive and 

nation-wide studies in the same area. 
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1.5. Limitation to the study 

The study of conflicts, as the managerial problems on 

individual, group and institute leve l s require a long time 

and intensive observation to get the actual problem and its 

development. Nevertheless, the researcher was forced to 

stick to the opinion of respondents and documentary analysis 

for possible solutions to the problem. 

As far as willingness of teachers and administrative 

workers are concerned, very few of them were reluctant to 

respond to the questionnaire which were designed for the 

study, and they didnot return them at all. At the same time, 

some higher educational authorities were also unwilling to 

provide the required information. Moreover, some newly 

appointed regional education, officers and inspectors were 

found to be ignorant to give the required information about 

the institutes. 

1.6. Definition of Terms 

1. Communication is the flow of thought, information facts, 

ideas, opinions or emotions between two or 

more persons with the objective of bringing 

about mutual understanding, confidence or 

good human relations (Pras~~ and Benerjee, 

1985:72) . 
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2. Conflict is an interactive state manifested in 

disagreement, differences or incompatibil i ty 

within or between social entities ie., 

individual, group, and Organization (Rahim, 

1986:13). 

3. Conflict management is a strategy in which school managers 

or others take an active role and 

interven~ in the conflict episode. 

4. Conflict resolution implies reduction or elimination of 

conflict. 

S. Disciplinary action, means any conditioning of further 

behavior by the application of either 

rewards or penalties to resolve 

conflict. 

6, Legitmate power is workable authority which is the right 

to do something. This is essential for 

the sound functioning of any 

institution. 

7. Organizational Conflict is conflict that occurs within or 

between social entities in the 

organization or institute. 

8. Third party, refers to neutral persons or goups in 

conflict to resolve the differences by 

sharing the real issues, helping them 

to openly minimze their 



13 

differences; creating common incentives 

for resolving the conflict; and 

providing needed support to both 

parties (Deer, 1972;495-502). 

1.7. List of Abbreviations 

AMA 

DF 

EC 

MOE 

- American Management Association. 

- Degree of Freedom. 

- Ethiopian Calandar. 

- Ministry of Education. 

P.T.T.I.S.- Primary Teachers' Training Institute. 

SD - standard Deviation. 

t- compo 

t-crit. 

T.P 

- t - Computation 

- t - critical 

- T - Prabability 

1 . 8. organization of the Research 

The research consists of five main chapters. Chapter One 

deals with the problem and its approaches jIndtroductionj. 

The Second chapter treats the review of related works to the 

problem under study. In the third chapter, the research 

design and methodology is- presented. The fourth chapter 

contains analysis and interpretation of the data. Finally, 

the last chapter comprises the summary, conclusions and 

recommendati-ons. 



CHAPTER TWO 

II. - REVIEW OF THE RELATED LITERTURE 

2.1 The Nature of Conflict in School organization 

2.1.1 Historical Views of School Conflicts 

School conflict has been a common phenomenon for a long 

period of time. It received different degrees of emphasis 

from social scientists during various periods of history. 

Thus, the phenomena related to confl ict have been deeply 

studied by philosophers, sociologists, economists, political 

scientists, anthropologists, 

scholars were interested 

and psychologists. Management 

in studying conflict in 

organizations in recent times (Rahim, 1986:11). 

Among the classical philosophers, Plato, and Aristotle 

(Spika in Rahim, 1986:2) assert that, " An absence of 

conflict is indispensible for the uncomplishment of the just 

form of life in the city state". To Plato and Aristotle, 

"order makes the good life and disorder the opposite; 

conflict is a threat to the success of the state and should 

be kept of an absolute minmum, and removed althogether if 

possible". 

The classical organizational theorists, Fayol, Gulick 

and Urwick. Taylor and Weber (in Rahim; 1986: 7) did not see 
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to appreciate different impacts that conflict can have an 

organizations. They perescribed organizational structuresj' 

rules and procedures, hierarchy, channel of command, etc. So 

that organizational members would unlikely engage in 

conflict. While the recent researchers have discovered that 

organizational conflict 

inevitable, and even a 

organizational management. 

is considered as 

positive indicator 

legitimate, 

of effective 

Nevertheless, today, a synthesis of the classical and 

modern view points has brought us to determine that the 

productive as well as destructive potentials of conflict 

exists in school organizations. 

2.2.2. Functional and Dysfunctional outcomes of 

School Conflicts 

In recent years, however, both operating manager and 

theorists have discovered the functional and dysfunctional 

outcomes of conflict. According to Schmidt (in Rahim, 

1986:3) the following are designated: Functional and 

dysfunctional outcomes of conflict. These are described here 

under. 
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a) Functional Outcomes of Conflict. 

Functional conflicts result in an urge for excellence 

and creativity. Such conflicts take the form of healthy 

competition (interpersonal or intergroup competition) 

(Pareek, 1982:45) with such type of competition, better ideas 

are produced/people are forced to search for new approache~ 

longstanding problems are dealt with people are forced to 

clarify their ideas/ the tension stimulates interest and 

creativity. 

Research from a variety of perespectives show that 

coflict and disagreement between decision makers can improve 

organizational decision making (Schweiger, et aI, in Schwenk, 

1990:436) However despite this, evidence of the reaserches 

have showen that decision makers disliking of conflict may 

lead to a reduction in conflict under strees (Janis and Mann 

in Schwenk, 1990;436). 

Luthans (1981:383) refers to Litterer that, " conflict 

can lead to innovation and change; it can energize people to 

activity develop protection for something else in the 

organization and in the systems analysis of the organization. 

Similarly, Thompson (in Paltridge, 1971:36) holds that," the 

inability to legitimize conflict depresses creativity. 

Conflict generates problems... diffueses ideas... implies 
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plural ism. .. and forces search for solutions. 

therefore, encourages innovetions". 

Conflict, 

Based on the result of the study of 99 executives in 20 

firms, Bourgeois (in Schwenk, 1990:439) suggests that 

executives in organizations with declining performance may 

attempt to suppress differences and disagreements and 

encourage consensus which they feel is necessary for improved 

performance. Nevertheless, the results of this study support 

his assertion that, together complete agreement may be more 

deleterious than helpful and actually impades performance. 

On the other hand, it is expected that a more positive 

climate will reduce the amount of intrapersonal, intragroup, 

and intergroup conflicts experienced by organizational 

members. The issue here is not necessarily that a more 

favorable climate reduces conflict, but it is channeled into 

productive as opposed to unproductive outcomes (Rahim, 

1983: 190) . 

"Effective management of conflict," writes Ownes 

(1987:247), " can lead to outcomes that are productive and 

enhance the health of the organization over time", as shown 

in Figure 1. 
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Figure 2 

!: "\ 
) 

Figure 1 -':::' ==~ 
An Effective Conflict Respons An Ineffective Conflict Responce 

Climate Syndrome Climate Syndrome 

Compe t i t'i ve 
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organization ' 
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Source, Owens (1987: 246-247) 
b) Dysfunctional Outcomes of Conflict: 

Nagative 
Responses 

Destractive 
Conflict 

Most administrators are attuned to the dysfunctions than 

the functions of conflict. The standard view is that 

confl ict is unpleasant and disruptive. It leads to the 

disintegration of relationships and interfere with the 

achievement of goals. Their jaundiced view is fed by the 

knowledge that conflict has led to the firing, resignation, 

or premature' retirement of many school administrators 

(Campbell, Carbally, and Nystrand, 1983:189). 
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It is also characterized by Rahim (1986:3) that, in the 

dysfunctional outcomes of conflict, " Some people may feel 

defeated, distance between people can be increased, a climate 

of distrust and suspicion can be developed. where cooperation 

is added, there may be an introspective withdrawal~, ~ 

resistance to team work can develo~1 people may leave because 

of turmoil etc.," At the same time, if conflict is 

destructive, it may, 

Dislocate the entire group and produce 
polarizations1 Subvert the objectives in 
favour of sub-goals1 lead people to use 
defensive and blocking behavior in 
their group; Result in disintegration of 
the entire group ... (Hunt, 1979:174-175). 

From this perespectives, it is possible to say that, 

when conflict is distructive, the participants tend to 

emphasize the differences that separate them. Thus, 

ineffective management of conflict can and frequently does-

create a climate that exacerbates the situation and is likely 

to develop a down ward spiral of mounting frustration, 

deteriorating organizational climate, and increased 

destructiveness, as shown in Figure 2. (Owens' I 1987: 246-

247) . 

In general, the above discussion pronounces that 

conflict consists of both positive and negative- consequences. 

If the Primary Teachers' Training Institutes have to benefit 

from conflict the negative effects of conflict must be 

reduced and positive effects enhanced. 
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2 . 2 .3. stages of Conflict Episode 

Conflict is a dynamic process, not a static condition. 

It has a beginning and it goes through several stages before 

it ends. Pondy (1967:296-320) considers that organizational 

conflict takes place in a series of ' conflict episodes' and 

understanding of the stages in each episodes could make a 

significant contribution to conflict management. 

Figure 3: A Model of Organizational Conflict Episodes 

and Its Management. 
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Basd on Figure 3, Pondy IS confl ict episodes may be 

summarised as follows. 

Stage 1. 
Latent Conflict, arises from the competition, scaree 

resources, drives for autonomy, and divergence of 

both individual and sUb-system goals. "Latent 

conflict often imperceptible and the resul t of 
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discordant points of view of personal tension" 

(Paltridge, 1971:86). Role conflict is regarded as 

an example of this situations. 

S tag e 2. :..P-"e~r,-"c",-,e:::.=.i v..!....:::e~d~----'=C::..::o"-!n-'-'f=-=-l-=i.::::c'-"t:..L, may be caused due to 

misunderstandings of others points of view, and may 

well be suppressed or alternatively made the focus 

of attention so that it can be resolved at this 

stage. 

stage 3, Felt Conflict,perceived conflict becomes felt 

conflict when anxieties and tensions are created 

(Paltridge, 1971:86) 

stage 4. Manifest Conflict, may take the form of any of 

several varieties of conflict behavior: Breakdowns of 

cooperative interaction . unintended of 

deliberate frustration, covert attempts to 

block an opponent's plans, 

aggression (Paltridge, 1971:87) 

and open 

For example, 

it is best illustrated when teachers engage 

in such conflict causing behavior producing 

frustration in others by blocking their goal 

achievement. Explosion pressure 1S the name 

given by Boulding (in Dennison, and Shenten, 

1987:89) to the condition which turns 
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potential into actual conflict. 

stage 5. Conflict Aftermath, results in inadequate 

resolution of conflict situations. If suppressed, 

the latent conditions for conflict still remain to 

flare up again at later date. This type of 

conflict can also result ln poor working 

relationships. If hard feelings and resentment 

persist, these could be latent conditions for the 

next conflict episode (Tosi et al., 1986:468). 

The three models for managing conflicts, as shown in 

Figure 3 indicate that Bargaining model, deals with interest 

groups who compete I imi ted resources. Bureaucratic model 

refers to vertical authority relationship in a hierarchical 

structure; and system model deals with the lateral or 

horizontal relationships between functions of an organization 

(Poindy in Luthans, 1981:371-381). 

Therefore, the above mentioned stages of conflict 

eposode models however, may readily be identified in the 

Primary Teachers' Training Institutes involving teachers, 

administrative workers, and others. The management of such 

conflict episodes may take account of the need for all 

involved to experience some degree of satisfaction from the 

outcome. 
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2.2 Types/ Levels/ of Conflicts in School organizations 

2 . 2 . 1 Classifying Conflicts 

Conflicts may be classified on the bases of sources, 

such as tasks, values, goals etc., organizational levels, 

such as individuals, group etc. at which it may originate 

(Rahim, 1986:16). 

On the other hand, Daniel Kats ( in Kahn and Boulding, 

1964:105-106) classifies organizational conflicts into three: 

1. functional conflict ... 2. struggle between functional units 

indirect competion with one another i and 3 . hierarehical 

confl ict stemming from interest-group struggles over the 

organizational rewarding of status, prestige, and monetary 

return. 

2.2.2. Levels [types] of School Conflicts 

Various researchers have discovered that, there would be 

different forms, types or levels of conflicts in school 

organizations. Such conflict may also be stratified on the 

basis of individual, group, organization, etc., at which it 

occurs. In this regard, the school conflict may be leveled 

out, as intrapersonal, interpersonal, intragroup, and 

intergroup. These four levels/ types / of conflict have been 

defined by Rahim (1986:16-17) and stated in the following. 
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1. Intrapersonal Conflict: This type of conflict is 

called intraindividual conflict. It occurs when a 

school member is required to perform certain tasks 

and roles, which do not match his or her experties, 

interests, goals, and values. 

2. Interpersonal Confl ict: This refers to confl ict 

between two or more school members of the same or 

different hierarchical levels or units. The 

studies on superior type of conflict. 

3. Intragroup Conflict: This indicates the conflict 

among members of a group (department), or between 

two or more subgroups within a group, such a 

confl ict may also occur a resul t of 

incompotibilities or disagreements between some or 

all the members of a group (department) and its 

leaders. 

4. Intergroup Conflict: This refers to conflict 

between two or more units or groups (departments) 

within a school. Conflict between line and staff, 

administrative quarters, and departments are 

examples of this type of conflict. 
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Each of the cited levels of conflict has its own 

sources, and resolving mechanisms. These all processes will 

be treated in the forth coming discussion respectively. 

2.3 Process of Managing Conflicts in School organizations. 

2.3.1. Organization Design for the 

Management of Conflict. 

The design of a school organization refers to the 

particular arrangement of people and tasks into subsystems 

units, departments, and divisions as well as the integration 

of subsystem behavior into overall organizational behavior 

(Lawrence in Rahim, 1979:97). 

An important source of conflict within an organization, 

as stressed by Lawrence (in Rahim, 19 79:97) is that its 

design which creates differing in goals, norms, policies, and 

values among individuals and subsystems. These differences 

are inconsistent and competing demands and individuals and 

subsy stems which generate too little, too much or just the 

right amount of conflict to foster creative, motivated and 

effective organizational behavior. 

An analysis of the design charateristics of a school may 

be of the individual, group and intergoup levels. Since this 

study attempts to explore the relationship between design and 



27

conflicts, it seems appropriate to consider cqnflict at each

of these levels of a school: intrapersonal, interpersonal,

intragroup, and intergroup. Figure 4 depicts in taxonomic

purpose potential loci of a school conflict.

Figure 4: Classification of a School Conflict

Based on Level of Origin.

Organizational Co-
nflict Originates

I
I

Within a pers- ~etween two or
ons ~ore persons:
INTRAYERSONAL INTERPERSONAL

-- -

Within a group Between two or Between two or
INTRAGROUP mor groups, more Organization

II IN'!'r~2~OUP INTEROR~~!ZATION

Source, Rahim and Bonoma (1979:134).

As the design of the figure indicates, whether the

origin of conflict is within a single individual or between

two or more entities is a major differentiator. There are
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various models which show the levels of conflicts in 

different forms. Some of them are related to the school 

conflict and are discussed here under. 

i) As it is depicted in Figure 3, Pondy (in Rahim, 

1986) worked out a mode of organizational conflict which 

~~ identifies five stages of conflict episode: a) -- Ptent . 
conflict, b) perceived conflict, c) felt conflict, d) 

manifest conflict, and e) conflict aftermath. 

ii) Walton, Dutton, and Cafferty (1969:522-543) 

presented a model of interdepartmental conflict which focuses 

on, a) the determinants of conflict, b) the attributes or 

manifestations of conflicts, and c) consequences of 

relationship patterns of organizational effectiveness. 

iii) The styles of handling interpersonal conflict model 

which was formerly devised by Blake & Mouton (1964), and 

Thomas (1976: 889-935), was used to differentiate two basic 

dimensions: concern for sel f and for others. The first 

dimension explains the degree (high or low) to which a person 

wants to satisfy the concern of others (Rahim and Bonoma, 

1979:1326), The combination of the two dimensions affects 

five specific styles of handling interpersonal conflict 

(i.e., integrating, obliging, dominating, avoiding, and 

compromising) as shown in Fig 5. 
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Figure 5: The Style of Handling

Interpersonal Conflict.
'CONCERN FOR SSLF

Hi h Low

ZERO- SUM STYLE
(Win-Lose/Lose- ose/

OBLIGINGINTEGRATING ~ POSITIVE-SUM ST
Win -Win

E

e

DOMINATION AVOIDING
(WITHDRAWAL

Source, Rahim and Bonoma (1979:1327).

Besides the styles of handling interpersonal conflict

mechanisms, the process of diagnostic and intervention are

involved in the management of school conflict. In each

component of the techniques, Rahim (1986:32-35) performed the

following.

Diagnosis: aspect of conflictdiagnosticThe

management involves measurement of conflict, its sources, and

analysis of relations, In his process model, Thomas (in

Kilmann and TBomas, 1978) emphasized the improtance of

understanding the specific nature of the actual or

anticipated frustrations which begins conflict episodes.
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Intervention: An intervention may be needed if there is 

too little or too much conflict and/or the organizational 

members are not handling their conflict effectively. There 

are two basic approaches to intervention in conflict: 

1) Behavioral (attempts to 

organizational effectiveness by 

improve 

changing 

members, culture i.e., attitudes, values, 

norms, beliefs, etc.) 

2) structural (attempts to improve organizational 

effectiveness by changing structural design 

characteristics i.e., system of communication 

reward structure, etc.) (Kilman and Thomas, 

1978:63; and Rahim, 1985:86; and 1986:32-35). 

Pareek (1982:65) states four main importance of 

interventions for collaboration in organizations: First, 

process interventions help to demonstrate and dramatise the 

effect of collaboration to enable people to realise the 

effects of collaboration. Secondly, process interventions 

help to increase· the awareness of people about the various 

process involved in collaboration. Thirdly, process 

interventions help people look at themselves and help in what 

can be called self-conformation. And lastly, process 

interventions help by providing the participants 
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to experiment with behavior explore 

can adopt for collaboration, and 

collaboration helps in a particular situation. 

what 

how 

In general, conflict management is viewed as containing 

three major interelated events: a) perceiving (experiencing 

unacceptable conflict,b) diagnosing the sources of conflict, 

and c) intervening (Kilman and Thomas, 1978:60). A management 

practitioner or consultant should decide when and to what 

extent these mechanisms would be applied to a proper 

understanding of a conflict problem. Thus, with such models 

the following types /levels/ of conflict and their management 

strategies will be characterized respectively. 

2 • 3 . 2 . Intrapersona1 Conflict 

2.3.2.1 

Conflict. 

The Nature and Sources of Intrapersona1 

Behavioral scientist have studied coflict at 

intrapersonal level extensively. At the individual level, 

they have asserted personality as " The dynamic organization 

within the individual of those need dispositions that govern 

his unique reactions to the environment "(Getzels in Campbell 
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et.al., 1983:184). That is to say, individuals with the same 

formal responsibility in a school organization may perceive 

these differently because of differences in their 

personalities. 

Decision-making situations often produce 

intrapersonal conflicts for school administrators because of 

their face choices among values. Such choices are, some 

times between two or more goods, as in selecting one new 

teacher, from many well-qualified applicants. other 

decisions may require selecting the least harmful of several 

alternatives. 

this type. 

Decision about budget reductions often are 

The three basic types of intrapersonal conflict, as 

determined by Kundu and Tutoo (1989:539) are: 1.) approach­

approach conflict; 2) avoidance- avoidance conflict; and 

approach- avoidance Conflict. The writers' view on each type 

of conflict is precisely explained in the forth coming 

paragraphs. 

a) Approach - Approach conflict: This refers to the 

conflict between positive valences that are equal in 

strength. It is a conflict between two equally attractive 

choices. A school director for example, is confronted with 

the an approach - approach conflict if he has to recommend 
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one of the two subordinates for promotion who are equally 

competent for the position. 

b) Approach - Avoidance Conflict: This type of conflict 

occurs when a person has to deal with a situation which 

possesses both positive as well as negative aspects, ie., a 

faculty member for example, may be in this type of conflict 

if he wants to join a top school where the prospect of tenure 

is uncertain (Rahim, 1986:41-42). 

c) Avoidance - Avoidance Conflict. This type of conflict 

occurs when each of the competing alternatives possesses 

negative consequences, i.e., they are equally repulsive 

(Rahim, 1986:41-92). for example, a primary Teacher's 

Training Institute principal will be in this type of conflict 

if he has to decide between accepting a salary cut for 

himself or quiting his job. The person will be possibly 

distressed in his attempt to decide upon the lesson of the 

two evils. 

The other type of intrapersonal conflict is known as 

role conflict. This conflict occures " when an individuals 

role expectation may clash with his personality needs of the 

role incumbent" (Owens, 1987:63). In other words, it means 

that an actor is required to fill simultaneously two or more 

roles that present inconsistent contradictory, or even 
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mutually exclusive expectations (Getzels, and Guba in Rahim, 

1986:42) . 

Kahn et ali (in Rahim, 1986) have identified four 

distinct types of role conflict: "Intrasender role conflict, 

intersender role conflict; interrole conflict; and person­

role conflict". The writers views, for each type of role 

conflict may hold a brief discussion on the findings of 

Hellriegel, and Slocum (1982:647-649): 

a) Intrasender Role Conflict:This type of conflict 

occurs when a role sender requires a role reciever 

to perform roles which are contradictory or 

inconsistent. 

b) Intersender Role Conflict: This type of conflict 

refers to when pressure from one role sender are 

perceived as being incompatible with pressures from 

one or more other role senders. 

c) Interrole Conflict: This type of conflict occurs 

when an individual occupies two or more roles whose 

expectations are inconsistent (Rahim, 1986:42-43). 

d) Person-Role Conflict: This type of conrlict occurs 

when incompatibilities arise between the pressures 

of the focal person's role (s), and his or her own 

needs, attitudes values, or abilities. 
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Figure 6: -LAL-~M~o~d~e~l~ __ ~o~f __ ~R~o~l~e~~IC~o~n~f~l~i~c~t~ __ ~a~n~d 

Ambiguity. 

Source, Rahim (1986:45) 
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Figure 6, portrays role conflict and ambiguity through 

a series of events or a r 'ole episode. The model illustrates 

that the episode begins with the role sender's expectations, 

i.e., the perceptions and valuations of the focal person's 

role behavior. He then moves into the next phase, which 

takes the form of role pressure communicated to the focal 

person. 

Role ambiguity is also shown in Figure 6. The concept 

is closely related to role confli~t. It refers to the lack 

of clarity in understanding what expectations or 

prescriptions exist for a given role(Rahim -1986:45). 
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Van Sell et al., (1981:43-71) designate role ambiguity as 

the degree to which clear information is lacking regarding: 

a) the expectations associated with a role; b) methods for 

filling known role expectations and / or c) the consequences 

of role performance. 

In a school a teacher, for example, has two conflicting 

sources of authority. One is the result of professional 

expectations and training and is characterzed by self­

determination and resposibility. One other source of 

authority is that embodied in the bureacratic rules of the 

school (Anderson, 1968:159-173). 

In general, the sources of intrapersonal conflict are 

mainly structural; they are situatioal imposed, and these are 

mainly characterized in the form of five identified 

antecedents (sources) of intrapersonal conflits. Rahim's 

(1986:49-50) survey report identifies the major causes of 

such conflict as: 1) misassignment and goal incongruous, 2) 

inappropriate demand on acpacity, 3) organizational structure 

(i.e., creating conflicting goals, policies, and delayed 

decisions), 4) supervisory styles, and 5) position. 

Nevertheless, the possible management of such 

intrapersonal conflict can be regulated by implementing the 

mechanisms of diagnosis and interventions. The practical 
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achievements of such managerial process may be expressed in 

the following ways. 

2.3.2.2. Managing Intrapersonal Conflict 

The management of intrapersonal conflict involves 

matching the individual goals and role expectations with the 

needs of the task and role demand in order to optimize the 

attainment of individual and organizational goals (Rahim, 

1986:46) . 

The management, therefore, involves the process of 

diagnosis and intervention mechanisms, and these can be 

expressed respectively. 

a) Diagnoss of Intrapersonal Conflict 

The diagnosis of intrapersonal conflict can be performed 

by sel1 report, . and interview methods. Rizzo et.al., (in 

Rahim, 1986: 46-47) de signed a questinnaire to measure role 

conflict and role ambiguity which are frequently used in any 

organizational studies. They used the self-reporting 

incompatibility inconsistency in the requirements of the role 

of an individual to measure role conflict and ambiguity. So, 

the diagnosis of interpersonal conflict involves: a) the 

amount of interpersonal conflict, b) the sources of such 
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confl ict, and c) styles of confl ict resolution mechanisms 

(Rahim, 1985:85-86)_ 

b) Intervention in the Intrapersonal Conflict 

Two types of intervention, behavioral and structural 

approaches are available for the management of intrapersonal 

conflict (Rahim, 1986:51). The writer's views on these 

approaches can be briefly stated in the following. 

i. Behavioral Approach: This method of intervention which 

is called 'Technique, of Role Analysis' was first 

applied by Oaya and Thomas (in Rahim, 1986:51-52) to 

help a new organization in India, to increase its 

effectiveness. Role analysis is an intervention which 

is designed to improve over-all organizational 

efficiency intervening at individual, group, and 

intergroup levels. 

ii. structural Approach: This method refers to job design as 

structural intervention for managing intrapersonal 

confl ict. Haskmand and Oldham ( in Rahim, 1986: 53) 

identify five core dimensions that must be considered in 

enriching a job: a) skill variety, b) task identity, c) 

task significance, d) autonomy; and e) feedback. 
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Inspite of the fact that, this intervention mechanism is 

in its early stage of development, further studies are 

necessary to investigate the practical effects on conflict 

situation. 

2.3.3. Interpersonal Conflict 

2.3.3.1 The Nature and Source 

Interpersonal confl ict occurres between two or more 

persons when attitudes, motives, values, expectations, or 

activities are incompatible and if those people perceive 

themselves to be in disagreement (Hunt,1979:73-74). 

The sources of interpersonal conflict, as stated by 

Hellriegel and Slocum (1982:654) are: a) disagreement over 

policies, practices, on plans; and b) emotional issues 

involving negative feelings, such as anger distrust, feer, 

rejection, and resentment. 

Considering interpersonal conflict common to any 

organization, DE!(!r (1972:496) points out as, " The conflict 

arises because of different orientations, power struggle, 

role competition, and other events that involve two or more 

persons II 
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Several factors such as personal i ty, bases of power, 

organizational cl imate, and referent role effect not only 

interpersonal but also intragroup, and intergroup conflicts 

(Rahim, 1986:70-72). Hence, the following elaborations are 

made in each of the factors. 

a) Personality: Review of experimental studies by Waton 

and Mekersie. (in Rahim, 1986:70) found that certain 

personality factors attributes such as authoritarianism and 

dogmatism, are positively related to conflict. The writers 

found that self esteem is inversely related to conflict 

behavior. 

b) organizational Climate: Likert (in Rahim, 1986:71) 

Classifies his systems, as explosive authoritation, 

benevolent authoritative, consultative and participative 

organization, respectively. In his finding, it is expected 

that a more positive climate will enable the members to 

confront their disagreements and disputes in a constructive 

fashion so that problemS are identified and corrective 

measures taken. 

c) Referent Role: School plant is the seed of conflict 

following different status to different people. According to 

Savage (in Bekele, 1985:17), " ... role expectations are 

perhaps the major problem of the administrator because in 

them is the cUlmination of the problems." 
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d) Bases of Power: Another condition which contributes 

to the development of collaboration in a group is the 

perception of power. Power can be of both kinds: power to 

reward and power to punish (Pareek, 1982: 59). Reward and 

punishment are used in wider sense. Punishment may be in the 

form of depriving the other person of the rewards which he is 

likely to get it. Thus, the bases of power of the superior 

(coercieve, reward, expert legitimate, and referent) on the 

work performance and satisfaction of subordinates. 

e) Sex: Rahim (1986:72) investigated two differences in 

the style of handl ing interpersonal confl ict of men and 

women. He identified women to be more integrating, avoiding 

and compromising and less obliging than men. On the other 

hand female teachers are significantly lower than males on 

the authority conflict scale (Anderson, 1968:120). 

2.3.3.2 Managing Interpersonal Conflict 

The management of interpersonal conflict involves 

enabling the organizational members to learn the five styles 

(i.e., integrating, obliging, dominating, avoiding, and 

compromising) of handling conflict so that the different 

situations can be effectively dealt with (Rahim, 1985:83-85). 

The diagnosis and intervention mechanisms are also included 
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in the management of interperosnal conflict. Thus, each of 

these managerial processes can be discussed respectively. 

2.3.3.2.1. Interpersonal Style of Handling Conflict 

Interpersonal styles of handling conflicts may be used 

when the school leaders, individuals, or groups enter 

conflict or when they are corning in conflict, situation. In 

order to seek solution for the conflict, the following five 

styles of handling interpersonal conflicts are implemented in 

different conflict situations: integrating, dominating, 

obliging, avoiding, and compromising. Each of these styles 

reveals the following characteristics. 

i. Integrating: This involves openness exchange of 

information, and examination of differences to 

reach a solution acceptable to both parties. It 

involves problem solving which may lead to creative 

solutions (Rahim and Bonoma, 1979:1327). When the 

issues are complex or strategic, this style is 

useful in utilizing the skills and information 

posed by different parties to formulate solutions 

for successful implementations. 

ii) Obliging: It is also called smoothing, which refers 

to tendency to minimize or suppress the open 
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recognition of real 

conflict situations 

or perceived <;iifferences in 

while emphasizing common 

interests (He1riegel and Slocum, 1982:658). 

In the smoothing style, the leader acts as though the 

conflict will pass with time and appears to the need for 

cooperation. However, this -type is effective on a short-

term basis when: 

a) the parties are in a potentially explosive 

emotional conflict situation. 

b) keeping harmony and avoiding disruption are 

especially important; 

c) the conflicts are based primaqly on personality 

characteristics of the individuals and can't be 

dealt with in the prevailing organizational climate 

(Hellriegel and Slocum, 1982:658). 

iii. Dominating:This has been identified with win-lose 

orientation CT with forcing behavior to win one's 

position (Rahim, 1985:84). A dominating or 

competing person goes all out to win his 

obj ecti ves, and as a result of then ignores the 

needs and expectations of the other party. 

Hellriegel and Slocum (1982:659) pointed out that, 

the successful use of the forcing (dominating) 
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style results in outcome that are satisfactory to 

only one of the parties. 

In this regard, when dealing with conflict between 

subordinates or between departments, the school administrator 

may threaten -or actually apply punishments, ego demotion, 

dismissal, or a poor performance evaluation. 

Hellriegal and Slocum 

important situations in 

(1982:660) 

which the 

investigated three 

forcing style is 

applicabel: 1) when there are extreme emergencies and quick 

action is necessary; 2) when unpopular course of action must 

be taken for long term organizational effectiveness and 

survival: and 3) when others are trying to take advantage of 

someone, and the person needs to take quick action for self 

protection. 

i v) Avoiding: This has been associated wi th withdrawal, buck­

passing, side stepping situations (Hellriegel and 

Slocum, 1982:656). Hence, the avoiding style is shown as 

the tendency to withdraw from or remain neutral in 

conflict situation. 

V) Compromising: It may mean the tendency to sacrifice ones 

own position by seeking a middle ground by spliting the 

differences in conflict situations (Rahim, 1986:19: 

Hellriegel and Slocum, 1982:67). 
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vi) Problem-Solving: It is a mechanism in which the cases 

are looked into and eliminated through corrective 

action. Scientific approach to problem solving and its 

steps are elaborated by UNESCO (1980:23) as follows. 

· Recognize that the problem exists. 
· Collect facts (inforrnation)pertaining to it. 
· Analyse and classify information. 
· Establish one or more hypothetic solutions 
· Select each one and assess feasibility. 
· Select the obtimal solution and try it. 
· Check and make adjustment if necessary. 

Thus, conflict- resolution is, an important aspect of 

problem-solving. Various practitioners have identified that 

the management of conflict not only refers to maintenance of 

a moderate amount of conflict but also to manage them with 

appropriate behavioral styles (i.e. , diagnosis and 

intervention) . 

a) Diagnosis of Interpersonal Conflict. 

Diagnosis of interpersonal conflict in school 

organizations must precede by any intervention design to 

resolve the conflict situations. Data for the analysis of 

conflict may be collected through interviews, or 

questionnaires, or observations (Carwine/Kilman and Thomas et 

~ in Rahim, and Bonoma, 1979:1328). 

A comprehensive diagnosis of interpersonal conflict, 

therefore , involves the measurement of the styles of handling 

interpersonal conflict used by the organizational members to 

deal with different situations/and factors which affect the 

style of handling conflict (Rahim, 1986:72). 
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b) Intervention Mechanism 

There are two types of intervention mechanisms, 

behavioral and structural strategies for the management of 

interpersonal conflict. 

i. Behavioral Intervention: The objective of this 

type of intervention is to help the organizational members to 

enhance their integrating style of handling conflict by 

changing their attitude and behavior (Rahim, 1986:72). In 

this behavioral analysis, we refer to transactional analysis 

of an individual. A transactional analysis intervention can 

enable the members to improve their communication and 

consquently the styles of handling conflict with superiors 

subordinates and peers. 

Rahim (1986:73) identifies the three aspects of 

transactional analysis: personality, transactional analysis 

and life position of individuals and these are described with 

the following. 

Personality. Human beings interact with 
each other interms of psychological 
states: 
Parent state- reflects the attitudes 
values, and behavior of authori ty­
figures, especially parents. This state 
may include prejudical, critical 
manipulation or nurtruring attitude and 
behavior. 
Adult ego state- will appear as rational 
calculating factual, and unemotional 
behavior. 
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Child ego state- reflects the emotions 
developed in response to childhood 
experiences. It may be spontaneous, 
dependent, creative or rebellious. 

Transactional Analysis: The above cited 
ego states are found in every individual 
and they affect the interactions of a 
person with others. The basic unit of 
such communication is called a 
transaction. 

Life positions: Very early in childhood 
a person develops a dominant way of 
relating to people. That philosophy 
tends to remain with the person for 
life-time unless major experiences occur 
to change it. 

and Newstrom (1989:267) called " a life " .. 
position". They also show that one's life position tends to 

dominate a person's transactions, other positions may be 

exhibited from time to time in specific transactions. 

11- structural Intervention: Several structural 

interventions are available for the management of 

interpersonal conflict. For example, Rahim (1986:77) shows 

two intervention mechanisms: 

a) Appeal to Authority: (i.e., some schools allow the 

lower members to take their disagreements to 

grievance committee or school administrator). b) 

Ombudsman (it can be used to deal with routine 

conflicts that may arise between the director and 

subordinates) . 
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Intragroup Conflict 

2.3.4.1. The Nature 

Intragroup Conflict 

and Sources of 

A group is any number of people who are able to interact 

with another towards the attainment of common goals. Gulowsen 

(in Pareek, 1982:73) sugests the following seven criteria of 

autonomy of a group. 

a) The group can influence the formulation of its 

goals. 

b) The group can govern its own performance in the 

following ways: the group can decide where to 

work; when to work and which other activities it 

wishes to engage in. 

c) The group makes its won internal distribution of 

tasks. 

d) The group makes the necessary decisions in 

connection with the choice of the production 

method. 

e) The group decides its own membership. 

f) The group makes its own decisions with respect to 

two crucial matters of leaderships; and 

g) The group members decide how the work operations 

shall be performed. 

We may find for example, six subject departments and 

about ten work groups in each of the primary Teachers 
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Training Institutes of Ethiopia MOE, 1972 E.C; and MOE, 

1988). Each of this group may have its own category: 

i) Subject Departments are: 1) Pedagogics department (i.e., 

Pedagogical Science and Psychology); Langusge 

department (i.e., Amharic, Oromifa, English, etc); 

3) Natural Science department (Maths, Physics, 

Chemistry, and Biology); 4) Social Science 

department (i.e, Geography and History); 5) Home 

Economics and Agriculture department; and 6) 

CuI tural Education department (i. e; Art, Music, 

Handicraft and Physical Education). 

ii) Administrative Work Groups are personnel 

administrators and general service group (i. e. , 

guardsmen, maitenance service, gardners, bakers, 

dupl icators, etc), property and store keepers, 

typists, saniterian, purchasers, etc. 

Studies of groups have repeatedly f ound two roles which 

recur the task of leaders and the socio-emotional or 

maintenance role (Hnt, 1979:61-62). 

The power of groups to affect the behavior of members 

should not be underestimated. When a deviation from the 

expected behavior occurs, as Hunt (1979:61-62) expresses, 
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the initial tolerance, attempt to 
correct, verbal aggression, physical 
aggression, and rejection (Physically or 
psychologically), the group m~mbers will 
rebalance power and roles, eliminate the 
deviants contribution. 

There are multiple factors which affect the groups. 

Among the maj or factors leadership style I is to be the 

primary sources of a group conflict. ' A school principal for 

example, can virtually influence all variables affecting 

conflict with in a group. Mair and verser (1982:153) have 

performed three examples of a group conflict and their 

relationship to the leader (L) called situations A.B. and C. 

and this is shown in Figure 7. 

Figure 7: Three Sources of I~trAgroup 

Conflict 

Situation A Situation B Situation C 

I 

~ 

Source: Rahim( 1986:86). 

--
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The three groups, situational analysis by Mair and 

Verser (1982:153) is summarized in the following. 

situation A: 

situation B: 

situation c: 

This occurs when the leader treats group 

members differently. 

conflict with one 

Group members may be in 

another if the leader 

provides favour to one or two members. 

Intragroup conflict will increase if the 

group members unite against the leader. This 

may happen if the leader changes the task 

structure, schedules procedures, or removes 

some privilages, which are perceived by the 

number as unfair and lor unfavorable. 

This represents a split in the g~oup. 

Differences in status, work interests, office 

space, etc., encourage the formation of 

subgroups and conflict among them. 

Intragroup conflict, therefore, refers to the 

disagreement, differences, or incongruous among the members 

of a group or its subgroups regarding goals, functions, or 

activities of the group. Rahim (1986:87) shows that the task 

structure, group composition, size, group thought, etc., 
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affect the amount of intragroup conflict and the style of 

handling conflict by the group members. 

2.3.4.2. Managing Intragroup Conflict 

The management of intragroup conflict involves 

channel ing the energies, experties, and resources of the 

group members toward the formulation and/or attainment of 

group affairs. Specially, this involves altering the source 

of conflict among the members of a group so that a moderate 

amount of conflict is attained and maintained and enabling 

the group members to learn the styles of handling intragroup 

conflict to deal with various situations (Rahim, 1986:83). 

Furthermore, diagnosis and intervention mechanisms may be 

used for managing intragroup conflict. This can be delt with 

the forth coming points. 

i) Diagnosis of intragroup Conflict: The diagnosis of 

intragroup conflict and styles of handling such conflict can 

be performed by such methods of self-report (questionnaire), 

interviews, and organizational records (Rahim, 1986:83). A 

Comprehensive diagnosis of intragroup conflict should involve 

the following measurements: 1) The amount of intragroup 

conflict and the styles of handling such conflict; 2) The 
) 

sources of intiagroup conflictl and 3) The styles of handling 

each conflict. 



53 

ii) Intervention Mechanisms: For managing intragroup 

conflict behavioral and structural interventions are 

involved, and these are discussed as, 

Behavioral Intervention: Team building 
and role negotiation, have been 
presented to manage intragroup conflict. 
structural Intervention: The amount of 
conflict may be reduced by redirecting 
and restructuring tasks, and reducing 
the inter- relationships among tasks 
performed by different members (Rahim, 
1986:91-93) . 

Thus, the degree of intragroup conflict can be affected 

by the group leader who alters the rules and procedures. 

2.3.5. Intergroup Conflict 

2.3.5.1. The Nature and Sources of Conflict. 

In complex organizations having differentiated 

subsystems with different goals, norms and orientations, it 

appeared that intergroup conflict would be inevitable part of 

organizational l i fe (Lawrence and Lorch in Rahim, 1986:97). 

Intergroup Conflict lS most frequent forms of conflict 

in organizations. As Hunt (1979: 65) investagates, " Itergroup 

conflict originates from different people, with different 

atti tudes, perceptions, are attracted to each functional 

group" . Intergroup conflict then refers to differences and 
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clashes between groups, departments, or divisions within an 

organization (Hellriegal and Slocum, 1982:663). 

In the school organizations as, Walton, Dutton, and 

Cafferty (1969:526) investigated that there were interference 

rather than consideratenessl information was distorted or 

withhold, an attitude of annoyance and distrust existed 

between departments. 

Line and staff members, like members of differentiated 

units in schools, have different time horizons, 

interpersonal orientions, and approaches to problems. 

(in Stoner and Freeman, 1989:391-403) asserts that, 

goals 

Allen 

"These 

differences enable line and staff members to accomplish their 

respective tasks effectively; but the differences also 

increase the potential for conflict between them." Hence, 

conflict between line and staff, headquarters and field 

staff, etc are examples of intergroup conflict in any school 

organization. 

In general the main causes of intergroup conflict, as 

Hellriegel and Slocum (1982:664-666) point out, are: 1) task 

interdependency I 2) task dependency- / 3) inconsistent 

performance criteria and reward/4) intergroup differences, 
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5) problems in sharing common resources; 6) jurisdictional 

ambiguity Jurisdictions over property, authority, and 

responsibility, 7) conflict between line and staff, and 8) 

socio-cultural differences (personality, behavior, age, sex 

of the group leaders). 

2.3.5.2 Managing Intergroup Conflict 

It deals with managerial institutions for anticipating 

conflict between colleagues at more or less the same level 

and mitigating standing conflicts between such colleagues. 

It also states with characteristic at management 

interventions when such conflict reaches the level of 

organizational crisis (Sofer, 1972:126-358). 

Mechanisms used to manage role and interpersonal 

conflicts are also useful in managing intergroup conflict. In 

particular, the most effective interpersonal styles for 

managing (Martion and Biasatti in Hellriegel and Slocum, 

1982:668). More over, the following types of diagnosis and 

intervention mechanisms may be used also for the proper 

management of intergroup conflicts. 

i. Diagnosis of Intergroup Conflict. 

The diagnosis of intergroup conflict includes, 

interviews, self report, questionnaire, school records and 
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the perceptions o f the schoo l membe rs a comprehensive 

diagnosis of intergroup conflic t , includes the measurement of 

the following f ac t ors : t he s ources of i ntergroup conflict; 

the amount of confli c t that exis t b etv-leen two specific 

groups; the styles of handl ing confl ic t of the group members 

with the outgroup Dembe rs (Rehim, 1986 : 8 3). 

11. Intervent ion Mechanisms 

For the ma nagement 0 f intergroup confl ict there are 

several interv ent ion t echniques v.'hich can be broadly 

classified as behaviora l and s t ructural . 

a) Behav i o r al Inte r vention : intervention 

strategies such as problem solving a nd organizational 

mirroring hav e been presented to n~nage in t e r g roup conflict 

(Rahim, 1 986 :1 07 -1 08) . Problem solving i s d e signated to help 

the members of t wo groups to learn the integrating sty le to 

handle their differences . ~here3S t he o rganizational 

mirror ing intervent ion 1 s appropr i a te ':lhen more than two 

groups are having problecs in ~orking together. 

Another three conceptual approache s to managing such 

conflict, whi ch are depicted in Figure 3 a re bargaining 

approach, 2) bureaucratic approach. and 3) system approach. 
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b) structural Intervention 

This intervention may be made to deal with departments 

units or group interdependences effectively Rahim (1986:168) 

investigates one of the intervention technique which is 

called as, " Analysis of task interdependence'~ This techique 

involves the analysis of tasks to reduce and/or manage the 

task interdependences, between groups effectively. On the 

other hand, this intergroup conflict may be increased or 

reduced by hiring, transfering or exchanging group member to 

increase homegeneity/ heterogeneity within/ between groups. 

Conflict can also be reduced by changes in shcool reward 

system, better personel selection, and more effective 

training programs. 

2.4. Leadership styles of School Principals in the Management 

of Conflicts. 

2.4 .1. Leadership Behavior of a School Principal in 

the School Setting. 

A school princ i pal is the top off i cial, who is 

responsible for the planning, coordinating, leading, and 

evaluating the school work. Hence, the primary role of the 

principal in the school is known as leadership. 
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Leadership, as Hunt (1979: 90) defines, "... is a process 

which involves the leader, the subordinates, and the 

si tuation." His studies about leadership have noted the three 

variables. First, the personality of the leader; Second, the 

personalities of the Subordinates; and Third, the 

characteristics of the situation (ie., tasks, structure, 

pressures, etc.). 

The trait approach assumes that certain physical, 

social, personality and personal traits are inherent within 

a leader. These traits can be used to distinguish leaders 

f r om non leaders. Hellriegel and Socum (1982:522) identify 

the following traits of a leader: 

Physical traits: Over 6 feet tall, weigh 
over 175 lbs, physical attractiveness, 
vitality , physical stamina, muscular 
body shape. 
Social traits: Empathy, tact, patience 
employee oriented, status, emotional 
maturity. 
Personality traits: Dominance, 
aggressiveness, extroversion, 
esteem, integrity, confidence. 
Personal traits: Verbal 
judgment, intellectual capacity 
hard, and responsible. 

self-

skills, 
to work 

Furthermore, Hunt (1979:91-92) indicates that, the 

personality of the leader is merely on predicating leadership 

effectiveness. The author further notes as follows. 

The situation he has to manage and his 
perception of it; The people in that 
situation and their perception of it: 
and the organizational constraints on 
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the situation (formal structure, 
technical system, environment, number of 
people involved). 

This means that the perceptual skills of the leader, his 

capacity to read the requirements of the situation, 

especially the requirements of the task and his subbordinates 

and his flexibility in reacting to that situation (Hunt, 

1979:103). Hence, the modern approach of educational leaders 

relies not so much in what they are able to do so as in what 

he is able to stimulate and help others to do. 

By observing five chief executives, Hunt (1979:127-128) 

classifies the leader (principal) roles into three: 1) 

interpersonal roles. (figure head, leader, liaison); 2) 

informational roles (monitor, disseminator, Spokesman); and 

3) decisional roles (entrepreneur, disturbance handler, 

resource allocator, negotiator). 

Generally, the above cited leadership behavior of a 

school principal may contribute a great significance to the 

effective implementation of conflict management in the school 

sett ings. Thus, to sUbstantiate his leadership tasks, his 

administrative styles are shown in the coming paragraphs. 



60 

2 . 4 . 2 . Administrative styles of a School Principal for 

Managing Conflicts. 

A school principal, as an administrator may behave in 

conflict situations as initiator, defendant, and mediator 

[Campbell, Carbally, and Nystrand, 1983:197). A summary of 

each task will be discussed respectively. 

i) Initiation Conflict. 

The school administrators, above all, the principal 

initiates conflict where in they participate or advocate for 

their own organizational units. In this regard Campbell. et 

~ (1983:183) suggest that, 

Initiators should do as with that, 
goals, estimates of the costs they are 
likely and willing to incur by taking 
this course of action, and a sense of 
what outcomes short of total victory 
would be satisfactory. 

Furthermore, a school principal as an initiator, should 

develop mechanisms for the discovery of conflict of 

interests. Basic methods which help to discover such 

conflict of interests of individuals and groups, as Flippo 

(1984:462-465) found, the following eight mechanisms are delt 

with: a) grievance procedure . b) direct observation. c) 

suggestion boxes (i.e., an anQ~ymous grip system which is 

concerned with the problem of bringing all conflicts of 
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interests to light). d) open-door policy. e) personnel 

counselors y f) exit interview/g) the ambudsman o~ ombudswoman 

(ie., individuals may go to a complaint office when they feel 

that they have exhausted the more unusual means of receiving 

an acceptable hearing), and miscellaneous channels (ie., 

group meetings or grip sessions are conducted by some 

supervisors who have the courage and balanced perspective to 

solicit complaint publicity) . At anyone stage of the 

grievance machinery, Flippo (1984:471-473) points out that 

the despute must be handled by some members of management. 

ii) The school Principal as Defendent 

The authority office is an important resource for 

administrators who would dominate conflict situations. 

Nevertheless, other forms of power can also be employed. 

Some individuals dominate because others differ in the 

forcefulness or magnetism of their personal i ty. others 

dominate by marshalling facts or compelling arguements. 

While thoughtfull administrators resist temptations to 

overact or personalize issues (Campbell et al., 1983:199-200). 
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iii) The School Principal as Mediator 

Mediation often describes as an art. " The basic for this 

claim is thought to rest with the highly individualistic 

means by which the mediator brings parties to a settlement" 

(Kochan and Jick in Kolb, 1983:247). 

Movement tactics cover a wide range of mediator 

activities. According to the Simkin's in Kolb, 1983:267) 

taxonomy, it is possible to categorize these tactics into 

three broad areas: 

Communication tactics: refers to the 
actual line taken by a mediator that 
allow the parties to communicate more 
effectively with each other even when 
they are not physically. Substantive 
tactics: refers to specific, usually, 
mediator initiated input concerning the 
issues of despute. 
Procedural tactics: refers generally to 
actions, the mediator takes to 
facilitate the mediator process. 

A school principal, with respect to conflict, is that at 

mediator between two or more other parties. For example, 

principa l mediates disputes involving teaching and 

administrative staff, students, and parents. 

Sheppard's (in Karambayya and Brett, 1989:688) on 

typology of managerial third-party behavior includes roles 

called" inquisitor, judge, mediator, and motivator." 
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Motivational control, according to the writers, refers to 

the use of the third party I s organizational authority to 

provide incentives or threaten sanctions in order to 

encourage the resolution of a dispute. 

Third party intervention, especially in the Ethiopian 

setting, presents a 

reducing conflict. 

rather more constructive approach to 

The third party, the mediator, often 

brings the conflicting parties into a voluntary agreement 

(Zaudeneh, 1987:127). 

In his survey study, Sheppard (in Karambayya and Brett, 

1989: 687), found that managers playing third parties in 

dispute resolution as inquisitional approach to resolve 

disputes. Similarly, Sheppard pointed out that managers 

place a high value on expedient decision making, and that 

tendency appears to extend to the resolution of disputes. He 

also found managers using motivational control in the form of 

threats and incentives to encourage the resolution of 

disputes, something third parties in loyal settings cannot 

do. 

Kolb and Glidden (in Karambayya and Brett, 1989:689) 

investigated another role organizational third parties play, 

called problem solver. Although most approaches to conflict 

resolution are aimed at resolving is an attempt to uncover 
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the underlying structural conditions that give rise to 

conflict in organizations. The major assumption underlying 

the problem-solving approach is that the open sharing of 

interests and causes can resolve conflict. 

The school principals are therefore, responsible to 

resolve conflicts. As stated earlier that their formal 

organizational authority, expertise, and interpersonal skills 

make them logical third parties to whom conflicts can turn 

when they cannot handle a conflict by themselves. 

Furthermore, principals may use various mechanisms to control 

and regulate conflict in the school settings. These 

strateges are for example, indicated in the next discussion. 

(v) A School Principal as controller of Conflict. 

A school management is therefore, forced to strategy, 

control and regulation conflict. "Regulation of conflict in 

a sense recognizes and legitimizes conflict, and therefore 

perpetuates it" (Hundy, 1985:251-254). 

The allocation of . superior authority to persons in 

senior positions enables those persons to overrule others who 

oppose them. Shepard(in Sofer, 1972:370) points out, 

An organization chart can be viewed as a 
confl ict suppression chart. Problems 
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can always be 'solved' by activation of 
the suppression chart. Suppression 
remains society's chief instrument for 
handling conflict, as the importance of 
pOlicing in the supervisory role. 

In this regard, a senior person has the right to decide 

a large number of issues between subordinates, subgroups, and 

individuals in the area of jurisdiction. Obviously, the 

senior man knows that high authorities are more likely to 

support his views and the junior man is included to moderate 

his aspirations accordingly (Sofer, 1972:370). 

Seven regulation of conflict strategies which were 

discovered by Hundy's (1985:251-254) are: 1) arbitration 2) 

rules and procedures, 3) co-ordinating device, 4) 

conformation, 5) Separation, 6) neglect, and 7) fending off 

special ist (ie., dev ices used by the 1 ine executive to 

blocking the unwanted report of the specialists or experts) . 

By regulating or controling conflict, the schol 

principal may therefore, turn the conflict into fruitful 

competition or purposeful arguement. In this regard, the 

main role of competition in an organization is to help 

develop an individual and his general psychological world so 

that he develops and attains his own identity. 
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(VI) A School Principal and His Displinary Actions 

(Measures) 

The promotion and maintenance of the teaching and 

administrative staff discipline in the school is essential to 

its progress and growth. 

Nevertheless, if a conflict is acute enough, persistent 

enough, or is perceived as costly for the school to bear, 

higher management sooner or later intervenes, reacting 

usually to a particular dispute or crisis (Sofer, 1972:375). 

The writer further elaborates that the spontaneous reaction 

of administrators at the top of organizations is to act in 

some way that preserves the outline of existing 

inistitutional arrangements. This is partly a matter of 

preserving the power and protecting the interests of those at 

the top; partly a matter of respecting a system that has 

allowed one to rise to the top; partly a matter of avoiding 

radical action that may seen to threaten the whole basis of 

one's existing behavior. 

Disciplinary action, as Flippo ( 1984:473) defines, " ... 

is any conditioning of future behaviors by the applicationof 

their rewards or penal ties". He elaborates that this approach 

would include positive motivational activities, such as 

praise, particulation, and incentive pay, as well as negative 
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motivational techniques, such as reprimand, lay of and fines. 

Both types of activities seek to condition workers behavior 

in order to achieve good discipline in the school. 

In developing a set of rules of discipline, 

Rudrabasavaraj (1979:555-556) states that, as far as 

possible, a legalistic and punitive approach should be 

avoided. Rules must be simple, easily understood and to a 

minimum. When rules are formed with elaborative legalistic 

caution giving scope for too many different interpretations 

and they are long-wined, the very purpose of rules is lost, 

because they are not easily understood and observed. 

In the disciplinary action penalties, there are variety 

styles mentioned by different authorities. Among the 

penalities available in business in the school organizations 

are: 1) oral reprimand; 2) written reprimand, 3) loss of 

privilages; 4) fines, 5) layoff 6) demotion, and 7) 

discharge, dismissal, or termination (Flippo, 1984:475; and 

Rudrabasavaraj, 1979:558). 

At the same time, the Primary Teachers' Training 

Institutes administrators apply disciplinary principles for 

legal istic and puni ti ve approaches of their members. The 

main objective for the disciplinary action penalties as 

stated by MOE (i977 EC:14) is to make the organization more 
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effective in performing its tasks. I f a member cornrni t s 

mistakes in his activities, the disciplinary actions will 

help him to correct the undesirable behavior, and if he fails 

to adjust his behavior with the norms and principles of the 

organization, he will be dismissed. 

In the Discipl inary Guidance for Government workers 

(MOE, 1977 EC:14) article 89 states that there are two major 

types of disciplinary measures: 

1) Simple type of penalties 

a) warning 

b) reprimanding (oral and written type) 

c) fining (not more than two months salary) 

2) Heavy type of penalties d) delaying salary 

increament for not more than four years; 

e) demoting from the prev ious position and reducing 

the amount of monthly salary; f) discharging him or 

her from job. 

The ideal resolution to conflict in school settings is 

therefore, to remove its sources or to help the participants 

each a mutually satisfying solution. For the proper 

practicing of these tasks, principals may assure that the 

disciplinary policy and procedures conform to the legal 

management process. Thus, it is the intention of the school 

principal to promote, at all times , and throughout the whole 
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staff relationship, the high morale that makes for self 

discipline in early work team. 

Finally, one can remark that most of the preceding 

studies reviewed in this chapter have helped to forward a 

theoretical suggestions for identfying for the nature of 

conflict, the types /levels/ of conflicts, processes of 

managing conflict, techniques of administrative actions as a 

means of resolving conflicts, and the leadership styles of 

principals in the management of confl ict in the school 

organizations. Therefore, on the basis of these theoretical 

considerations, further investigations have been carried on 

getting solutions for the basic questions of the research. 



CHAPTER THREE 

THE nESEARCH DESIGH 
-- > - ~ 

This study is basically descriptive and it helps to make 

detailed analysis of existing phenomena with the intent of 

employing data to justify current conditions. 

This method takes part of a subj ect population and 

measures a specific set of responses. It is selected because 

the nature of the problem needed wide description and 

investigation. 

Moreover, sampling procedures, sources and methods of 

data collection and related methodological issues of data 

analysis are discussed under this section. 

3.1 Sample 

The universe of this study covers twelve Primary 

Teachers' Training Institutes of Ethiopia. Namely, Adawa, 

Arba Minch, Awasa, Debre Berhan, Dessie, Gambela*, Gondar, 

Harar, Jima, Nazret, Nekemte, and Robe. They are located at. 

different regions of - the country. ( See Appendix I). 

* Due to technical constraints, Gambela T.T.I has terminated 
its training programme since 1991. 
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A Field Report of the Ministry of Education (MOE, 1992: 

Appendix 6) shows that during the 1991/1992 academic year, 

there were about 328 teachers, 815 administrative workers, 

and 3770 trainees in the eleven Primary Teachers' Training 

Institutes of Ethiopia. 

Random sampling techniques were used to select the 

samples. For this reason, one Primary Teachers' Training 

Institute was randomely selected from each of the five zones 

found in the country (Northern, Southern, Eastern, Western, 

and Central zones of Ethiopia). 

Accordingly, therefore, Dessie, Awasa, Harar, Nekemte 

and Debre Berhan Teachers Training Institutes were selected 

for the study. 

3.2. Source and Methods of Data Collection 

In order to obtain the desired data, the following major 

sources were used. 

a) Related literature i.e., periodicals and documents; 

b) Professionals who are currently in charge of 

educational and administrative affairs in the cited 

regions and sample institutes; and 

c) Opinion of respondents • . 
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By observing the routine tasks of the institutes in the 

process of conflict management, it was decided to categorize 

the staff into Academic (teachers, department heads unit ' 

leaders) , and Administrative (personnel administrators, 

general service workers , g ani tors , typists , store keepers, 

drivers etc) staff. Thus, the analysis of data had be 

carried out on the basis of these independent responses (the 

academi c a nd a dministrative s t a ff) . 

To collect the required data, two of 

questionnaires were devised: 

1. wi th the help of the five point "Likert Rating 

sca l e system" (Armstrong and Dowson, 1985:) and Rank order 

type (Thorne, 1989:305), fifty questions were organized and 

distributed to the randomely selected academic and 

administrative staff respondents. 

2. The interview items which were about twenty, were 

presented to the Higher Educational Officers of the sample 

regions and institutes. 

The questions were drafted on the basis of the review of 

related litrature. Comments by e xperienced -authori t ies in 

the field were considered before the final administration of 

the questionnaires. Finally, these questionaires were 

d i stributed to the sample institutes. 
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In accordance with the views expressed by some 

authorities like, Kerlinger's (1973:127) states that, .. 

the larger the sample size is the smaller the error." Hence, 

to minimize the error, a sample size of 243 Primary Teachers' 

Training Institutes' respondents were taken. The 

distribution of these sample sizes are:125 (87.4 percent) 

from academic, and 118 (83.1 percent) from administrative 

staff. These distributions and collections of instruments 

are exhibited in Table 1. 

As it is shown in the table, the total collection of the 

completed and usable questinnaires are 243 in both academic 

and administrative staff. To sUbstantiate the data, about 

87.8 percent of interviewees of all the five regions of the 

Higher Educational Officers (i.e., Regional Education Head 

Officers, Deputy 

Administrative and 

Education Officers 

Regional Education 

Finantial Affairs, 

for Academic Affairs, 

Officers for 

Deputy Regional 

Coordinators of 

Regional Education Inspectors; Chairman of the Regional 

Education Discipl ine Committee; Principals, 

Principals have giv~n viable information. 

and Vice 
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TABLE 1
Distributions and Collections of Instruments

No Zone Region PT.T.ls Academic Staff Adrrurustratrve Staff Hrgber EduC3110n Officers

No. of No. of % No of No of % No of No. of %
distnb rei urns dismbur returns expected panicipa

utes ron LnICIV. nrs

1 North Southern Dessre 26 22 8-1.0 25 21 8-1 7 6 85.7
WeUo

2 South Sidamo Awassa 30 28 93.3 30 26 86.7 6 4 66.7

3 ~t Ea. Harerge Harar 27 26 96.3 29 25 86.2 7 7 100

4 West Wellega Xekemte 30 22 73.3 28 21 75 7 7 100

5 Central North Shea Deere/Ber 30 27 90 30 25 83.3 6 5 83.3

han

TOlal lofJ 125 87 .• 1.2 118 83.1 33 29 87.8

A Chi-Square test used to determine the extent to which

the sample was representative of the population resulted in

the Chi-square computed value of 0.3\ which was much lower

than either the critical value of 9.49 at 0.05 or 0.01 alpha

levels. This result indicates that the sample was not

significantly different to the population. In other words,

it can be concluded that the chosen sample may represent the

target population of the study

3.3. Methods of Analysis and Interpretation of Data

Most of the ~tems were associated with Rahim (1986:16)
instrument measuring for intrapersonal, interpersonal,
intragroup, intergroup conflicts, and their management
mechanisms.
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The instrument contains about twenty four questions on 

types/levels/ of conflicts, six questions on the type of 

conflict resolving mechanisms, ten questions on techniques of 

disciplinary actions (measures) as a means of resolving 

conflicts; and ten questions were listed in the rank order 

type which deals with the duties of principals on controlling 

conflicts. For convinience sake, all question items were 

translated into Amharic. 

The organization of these questions were based on using 

the five point Likert rating scale i.e., "1" == Never, "2" 

Seldom, "3" == Sometimes, "4" == Usually, and "5" == Always. 

By counting the frequency of responses for each item, 

the attitude scores were determined. Then, the following 

statistical tools were used for computing the results of the 

data. The tools were: 

1. A percentile (%) is the Score at which or below a 

given percentage of score lies (Thorne, 1989:63). 

This was used to calculate the distributions and 

collections of instruments; and to determine the 

rate of participation of respondents according to 

the following personal charactoristics, i.e., in 

Sex, age, marital status, educational background, 

and work experiences. 
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2. A Chi - Square goodness - of - fit test (Thorne, 

1989:249) was used to decide the extent to which 

the sample size (academic and administrative staff) 

represented the target population of the 

institutes. 

3. A mean is the sum of the scores in a distribution 

divided by the number of scores (Thorne, 1989:71). 

In this case the mean ratings were completed to the 

attitude scores of the respondents. So, the mean 

rating of above 3.00 was considered as high "rate 

of occurences" of the types (levels) of conflicts; 

and high "rate of application" for the methods of 

resol v ing mechanisms; and techniques of 

disciplinary actions as a means of resolving 

conflicts in the institutes (See in Appendix VIII­

X) . . Regarding the questions listed for ranking 

i terns with the higher mean ranks were taken as 

preferred to those items with the lower ranks. 

r 

4. The calculated result of standard deviations were 

used to justify how mean rating deviated from the 

. grand mean i.e., they indicated how dispersed the 

responses were. 
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5. The degree of agreement between the academic and 

the administrative staff members in perceiving the 

common systems of their schools was decided by the 

rank order coefficient results. A coefficient which 

lS above 0.75 was taken as a strong positive 

agreement. 

6. The significance level of the two mean scores and 

mean ranks (i.e., the academic and administrative 

staff) were calculated with the use of t-test 

(Koul, 1984: 285-287.) and Hawkins and Weber, 

1980:535-536). The steps for calculating the mean 

scores were : a) 

identified, b) 

the 

the 

formula 

level of 

of t-test 

rejection 

was 

was 

determined by the two tailed test with alpha (~) 

at 5% (0 . 05) or less levels, and c) the computed t­

test result were statistically decided as, for the 

result which had a significant mean difference 

between the academic and the administrative staff 

at the 95% confidence level (i.e, p<0.05) .It is 

interpreted as the conflict generating factors 

which affect the groups differently (i.e., this wa s 

shown also by the mean difference of t~e scores). 

The larger number of mean scores showed the greater 

effect caused by the factors; the smaller number of 

mean score indicated the less effect and for each 
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variations of the group scores was confirmed with 

additional information. On the other hand, for the 

t-test result which was not statistically 

significant mean difference between the two groups 

at the 95% confidence level (i.e., p>O.05) 

determined as, there was common degree of agreement 

with the groups on the effect. of the factors. 

It should be known that the Sarros and Sarros (1987:222) 

analysis model was adapted to the arrangement of the mean 

rating scores and t - test results on the tables. 

Therefore, the significant level for each basic question 

which was stated in the chapter one, determined by the 

computed t - test results. And these could be shown as: 

1. The types [tevels] of conflict existed in Primary 

Teachers Training Institutes. 

2. The main conflict generating factors appeared in 

the P.T.T.Is. 

3. The main resolving mechanisms for conflict were 

used in P.T.T.Is. 

4. The disciplinary rneasureswere used in P.T.T.Is. 

5. The main duties of principals for controlling 

conflicts in the P.T.T.Is. 
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Finally, to make the data more tangible, each respondent 

was asked to give his views to the problems. Furthemore, 

individuals self-reports and selected case studies were used to 

sUbstantiate the data. 



CHAPTER FOUR 

ANALYSIS AND INTERPRETATION OF THE DATA 

This chapter deals with the analysis and interpretation 

of data through the instruments collected from the academic 

and administrative staff respondents of the sample Primary 

Teachers' Training Institutes. It also examines the 

responses of interviews individual reports and selected case 

studies which sUbstantiate the data. Thus, interpretations 

and discussions are carried on the principles and theories 

included in the related literature referred to. 

4.1 DISCRIPTION OF THE SAMPLE POPULATION 

The main importance of this part is to give some basic 

demographic information about the target population. The 

respondents of the study belong to the academic staff and 

administrative personnel. Teachers, unit leaders, and 

department heads constitute the academic staff group. The 

administrative staff includes people assigned to tasks that 

range from sanitation and gardening to personnel 

administration in the 

Institutes. 

five primary Teachers Training 
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According to the designed instruments, the following

demographic elements of respondents were collected. These

are: sex, marital status, academic background, years of job

experiences, and the general demographic data of

interviewees. The break-down for each of this element is

undertaken in the forth coming tables and discussions

respectively.

TABLE 2
Respondents by Sex

Sex Academic Staff Administrative Staff Total

~ No ~ Total Nos'.]0 0 0

l. Male 116 92.8 63 53.39 179

2 . Female 9 7.2 55 46.61 64

3. No. response - - - - -

125 100 118 100 243

Table 2 shows that the extreme majority of one hundred

and sixteen (92.8 per cent) male and nine females (7.2

per cent) of academic staff respondents, as well as, sixty

three (53.39 per cent) of male and fifty five (46.61 percent)

of females In the administrative staff have made wider

proportional variations due to the following basic reasons.
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The lower proportion of the fe male population to the 

males in both group's (particularly, the academic group) of 

the staff may result from the cultural traditions of the 

country. In most parts of the countrysides most families are 

not urged to educate their doughters. Even from those who 

got the chance of joining the school, the majority of them 

were forced to withdraw from the school at early age due to 

traditional marriage and other constraints. Thus, this study 

reveals that the majority (46.61 per cent) of females in the 

administrative staff having less educational background were 

forced to join services like, that of typing, cleaning etc., 

jobs rather than in teaching. 

According to the views expressed by some researchers 

like Anderson (1968:109), sex appears to be related to the 

degree of authority conflict e xperienced, it was anticipated 

that male and female teachers differences may have great 

influence in the conflict and conflict management. 
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TABLE 3

Respondents by Age Level

Items Academic Administrative staff
Staff

No 9,- No 9,- TotalN<0 0

1.Less than 18 years - - - - -
2 . 18-27 Years 27 21.6 34 28.71 51
3. 28-37 Years 78 62.4 57 48.31 135
4 . 38-47 Years 19 15.2 23 19.49 42
5. 48 Years and above 1 .8 4 3.39 5
6. No response - - - - -

125 100 118 100 243

Table 3 indicates that the age of all respondents range

from eighteen to forty-eight and above years old.

Nevertheless, the majority of the academic (62.4 per cent)

and fifty seven (48.31 per cent) of the administrative staff

are twenty eight to thirty seven years.

Various researchers agree that age differences of

members in an organization develop differences in motives,

needs, t-empraments - etc. These may be related to differences

in personality (pareek,1982). These are also true in

conflict situations and differences in the approaches of

managing conflicts.
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TABLE 4

Marital status of Respondents

Item Academic staff Administrative staff
No ~ No ~ Total0 0

1. Married 64 51. 2 83 70.34 147
2. Unmarried 60 48 30 25.42 90
3 . Divorced 1 .8 5 4.24 6
4. No-response - - - - -

125 100 118 100 243

M~rital status of respondents may have influences

in the formation of differences in an organization.

Similarily Table 4 exhibtes that, sixty four (51.2 per cent)

and eighty three (70.34 per cent) of the academic and the

administrative staffs respectively are married whereas, the

others are unmarried and divorced. Thus, these differences in

personalities may contribute to generate situation in

organizations.

The academic qualification of respondents is also vital
for this study. Thus, to make it more meaningful, the

educational status is numerically classified interms of the

personal background of respondents. This is indicated in the
following table.
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TABLE 5

Educational Background of Respondents

Item Academic staff Administrative staff
- No % No ~ Total0

1. Grade 12 and less - - 90 76.27 90
2. 12 + 1 11 8.8 22 18.64 33
3. 12 + 2 27 21.6 5 4.24 32
4 . 12 + 3 2 1.6 - - 2
5. Bachelor Deg. 79 63.2 - - 79
6. Masters Deg 5 4 .- - 5
7 . P.H.D - - - - -
8. Others 1 .8 1 .85 2
9 . No response - - - - -

125 100 118 100 243

.Table 5 shows the educational background of the

respondents. More than half of the academic staff (67.2 per

cent) are graduates. They are first and second degree

holders. Twenty nine (23.2 per cent) of them are diploma

graduates and 12+3 standard, while eleven (8.8 per cent) of

them are 12+1.

Since the administrative staff comprises people assigned

to accomplish tasks ranging from sanitation, gardening, store

keeping etc., to personnel level. Thus, it is not surprising

that three fourth of them are at the level of grade 12 and

below.
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Regarding this, Thompson (in Andresson, 1968:126) states

that teachers who are viewed as professionally competent and

who are protected by tenure may be willing to voice their

dissatisfaction with administrative acts and policies. Thus,

professional competence, professional differences, and

individual educational background differences of respondents

may cause _"" conflict in organization.

Another characteristics of respondents is their work

experiences. Table 6 shows that thirty seven (29.6 per cent)

of the academic and forty seven (39.83 per cent)of the

administrative staff respondents have given services between

eleven to fifteen years.

TABLE 6
Years of Work Experiences of Respondents

Year group Academic Staff Administrative Staff
No ~ No s- Total No

0 0

1. 1-5 years 19 15.2 13 11.02 32
2 . 6-10 Years 51 40.8 36 30.51 87
3. 11-15 Years 37 29.6 47 39.83 84
4 . 16-20 Years 9 7.2 14 11.86 23
5. 21-26 Years 7 5.6 4 3.39 11
6. 27-32 Years 2 1.6 4 3.39 6
7 . No. response - - - - -

125 100 118 100 243
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Most of the respondents, therefore, seem to have 

adequate work experiences about the nature of relationship 

between the staff and the administrators of the institutes. 

On the other hand, the majority of respondents and 

interviewees revealed that some teachers and workers with 

many years of services in the s~me work positions tend to be 

exhausted and negligent of their duties. Thus, in most 

Primary Teachers Training Institutes conflict may be 

generated between long and short years service groups of the 

staff. 

Regarding the interviewees (higher educational officers) 

participation, the following general demographic information 

on their characteristics can be seen in Table 7. 
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TABLE 7
Demographic Information of the Interviewees

No I T EMS No %

Male 28 100

Female - -
1 S E X

Total 28 100

20-30 years 1 3.57

31-40 " 20 71.43
AGE

41-50 7 25

2 51- - -
Total 28 100

(Ph.D) 1 3.57

MA(MSC) -

EDUCATIONAL BACKGROUND BA (BSC) 22 78.57

12+3 -

12+2 3 10.7
3 12+1 3.572

Total 28 100

Ed.Ad 6 21.42

FIELDS OF Ped. Sc iences 9 32.4
SPECIALIZATIONS

Psychology 2 7.14

Geoqraphy 4 14.28
4 History 1 3.57

Biology 2 7.14

Others 4 14.28

Less than 10 years 1 3.57

SERVICE YEARS 10-20 years 20 71.43

21-30 7 25.
5 31-

Total 28 100
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Table 7 shows the demographic information of the 

interviewees. It is surprising that there was no female 

interviewee from all the five zones of Regional Education 

Offices. Out of the numbers I isted in the table, twenty 

seven (96.43 per cent) were in the age group of thirty one to 

fifty years. This indicates that almost all of the higher 

education officers were at the adult stage. More than three 

fourth of them (78.57 per cent) are university graduates with 

a Bachelor's degree, while very few of them (13.64 per cent) 

are at deploma and a 12+1 academic level. 

It is imperative to note that, seventeen (60.96 per 

cent) of them specialized in educational administration, 

psychology, and pedagogical sciences. More over, twenty 

seven (96.43 per cent) of them had services between ten to 

thirty years. Thus, their specialization and long years 

experiences may have enabled them to device the mechanism for 

solving existing problems of the institutes. Therefore, as 

already established, the demographic variables of respondents 

can have great influence in conflict situations. 

4.2 Analysis of the Research Data 

Mean - rated scores were calculated for each part of the 

question items. standard deviations, t-tests, and rank-order 

correlation coefficient (r) between the academic and 
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administrative staffs were determined appropriate 

answers for the basic questions raised at the beginning of 

the study. Thus, the breakdown for each table and 

discussions are performed in the following paragraphs. 

4.2.1 Intrapersona1 Conflict 

An effort is made to determine the level of significance 

for the mean difference' between the academic and the 

administrative staffs with the sample size of 125 and 118, 

respectively, for the following six conflict generating 

factors. 

To determine the degree of satisfaction of the 

respondents with the decisions made by their institutes 

administration, the first item in Table 8 shows that both 

groups of the academic and administrative staff rated with 

the mean scores (3.04 and 2.92), and standard deviations 

(0.80 and 0.76) respectively. 
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TABLE 8
T-test for Mean Dif~es Between Academic

and Administrative Staffs On Intrapersonal
and Interpersonal Conflict

ITEMS Tests for the Mean Differences p
t

Academi c Staff Administrative
Staff

Conflict generating factors N=125 N=118
Mean SO Mean SO

1- INTRAPERSONAL CONFLICT
1.1 The extent of your Satisfaction with the decisions made by your 3_04 0.80 2.92 0.76 1.25 0.21

administration
1.2 Disagreeing with your working assignment 2.02 1.02 2.03 1.12 .'0.01 0.99
1.3 The extent of decreasing your participation due to the domination 3.24 0.60 3.06 0.73 2.10 0.04*

of your leaders
1.4 The extent of your dissatisfaction due to the unnessary over load 3.12 0.84 3.27 0.62 -1.60 0.11

assignments I

1.5 Improper fixation of promotional, motivational and reward proceses 2.99 1.07 3.51 a . "]4 'j -4.39 0*
by the administration

not1.6 The extent o~getting to fulfill your transfer request 3.11 1. 11 3.30 0.65 -1.60 0.12
II - INTERPERSONAL CONFLICT

2.1 Unable to take legal disciplinary measures due to the 2.50 1.13 2.81 0.88 -2.46 0.02*
existence of interpersonal conflict

2.2 The rate of differences in Orientations, competition and 3.39 0.96 3.13 1.06 1.69 0.09
power st ruqql e in your institute

2.3 Communication barriers appear among the teachers and 2.41 1.06 1.98 0.97 3.25 0.001
administrative staff *

2.4 The rate of ethnic differences cause interpersonal conflict in 2.74 0.99 2.49 1.13 1.85 0.07
your institute

2.5 The extent of existing confl ict due to the unfair management of 2.86 1.17 3.43 0.65 -4.73 0*
the leaders

~ p< 0.05 (Statistically Significant difference between the groups scores)
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The computed t-test on the factor shows that there is no 

significant difference between the mean scores of the 

academic and the administrative staffs with the t-value of 

1.25 and t-probablity is greater than 0.05 alpha level. This 

is shown as: t=1.25; df= 241, p> 0.05. From this result it 

can be realized that this factor affects the whole groups of 

the academic and the administrative staff . 

Similarly, individual reports and the selected case 

studies of the sample institutes are briefly included. Based 

on their cliques information some of the administrators 

became to be biased in decision-making. On the other hand, 

they do not accept comments of others on their weaknesses and 

wrong decisions they made. 

Therefore, the above findings show that the degree of 

satisfaction with the decisions made by the majority of the 

administrators was very low and this may cause intrapersonal 

conflict in the institutes. 

The sec~nd and the fourth items are identified in Table 

8. These were the other types of conflict generating factors 

which may cause intrapersonal conflict in the institutes. 

Both, the academic and the administrative staff . ~ have almost 
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equal mean scores. That is, for the second factor (2.02 and 

2.03) mean scores and (1.02 and 1.12) standard deviations and 

for the fourth factor (3.12 and 3.27) mean scores and (0.84 

and 0.62) standard dev iations respectively. 

Furthermore, for the two factors the t-test results 

suggest that in both cases, there is no significant mean 

differences between the academic and administrative staffs. 

This is shown as, t 0.01; df=241; p >0.05, when p=0.99 for 

the second factor, and t=-1.60, df=241; p>0.05, when p = 0.11 

for the fourth ones. 

The results of both factors have shown that the academic 

and the administrative staffs ha v e come to common agreement 

on the factors. Besides, the individuals' reports and the 

selected case studies may be sUbstantiated those factors with 

the following points: 1) In almost all institutes, teachers 

were over loaded with co-curricular and other activities in 

addition to their work assignments; 2) Many teachers, who 

gave long serv ices had lost interest due to the monotonous 

nature of teaching the same subject for many years; and 3) 

the assignment of additional loads to s ome teachers were done 

by enforcement rather than by convincing them. 

Generally the findings affirm that the degree of 

disagreement with the distribution of work dssignments to the 

staff may cause intrapersonal conflict in the institutes. 
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Respondents were also asked to determine the extent to 

which they decreased their level of participation due to the 

dominance of their leaders. Item three in the same table 

shows that both academic and administrative staff'" rated 

(3.24 and 3.06) mean scores and (0.60 and 0.73) the standard 

deviations repectively. From this attitude scores, we can 

easily determine di fferences in responses. The computed 

result of t-test- also determines that there is a significant 

mean difference (i.e., t=2.10; p<0.05) between the academic 

and administrative staff. This means that the factor may 

affect the two groups of the academic and the administrative 

staff di fferently. Thus, the higher mean score of the 

academic group shows, the higher effects on the factor. 

Moreover, individual reports and the selected case 

studies pointed out that, some leaders practiced dictatorial 

type of management rather than democratic approach. They 

might have sometimes felt inferiority complex in dealing with 

the academic and administrati v e staff. On the other hand 

these administrators, seem to lack 'human approach' to solve 

problems of individuals or group~ and some administrators do 

not give responses to the problems of general service 

workers. 

Therefore, the findings justify that the degree of 

dominance by the leaders may sometimes affect the staff 

participation, and this may cause 

in the institutes. 

intrapersonal conflict 
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In the same table item number five states, about the 

improper fixation of promotional, motivational, and reward 

processes by the administration. Mean scores of the academic 

(2.99) and the administrative (3.51), and the standard 

deviations (1.07) and (0.74) respectively are rated. 

The result of these score distributions testifies that 

the conflict generating factor affects the groups differently 

and as a result, the high group mean score shows greater 

effects on the factor. At the same time, the computed result 

of t-test on the mean scores indicates that there is a 

significant difference (t=- 4.39; p<0.05) between the 

academic and the administrative staffs mean ratings. In 

other words, it can be said that the factor has an effect on 

both groups of the academic and the administrative staff 

differently. Besides, the following brief information of the 

individual reports and the selected case studies can be 

performed. a) In the majority cf the institutes, we find that 

the general service men (i.e., bakery workers, guards, 

gardners, wood chopper etc. ,) lack the opportuni ty ,; foi 

incentives. Thus, they are dissatisfied with their work; b) 

the detrioration of student participation in academic 

performance disappointed many teachers in the institutes and 

c) the negligent attitudes of some leaders in supervising 

teachers and workers discouraged their performances. At the 

same time, they claimed that their method of performance 
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evaluation was not according to their performances but 

according to their relationship with the bosses. 

In accordance with the views expressed by various 

authori ties in the 1 i terature, performance evaluation can 

affect workers' motivation to work. This practice is aimed 

at, among other things, assessing the relative effectiveness 

of an individual in performing his task and giving him feed­

back about what he should improve in the future. 

Nevertheless, the data suggest that the degree of 

application of promotional and motivational incentives(which 

are based on performance resul ts) by the administrators 

varies according to the group responses. In this case, the 

higher mean score (3.51) by the administrative group attests, 

the higher effect on the factor. So, o ne can determine that 

the existence of intrapersonal conflict may depend on the 

degree of the effect of the factors o n the group. 

Respondents were asked to determine the extent of 

performing the tasks due to lack of getting transfer 

requests. In this case, both the academic and the 

administrative staff scored (3.11 and 3.30) and the standard ­

deviations (1.11 and 0.65) respectively. 
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Eventhough, the administrative staff mean score is 

higher than the other group score, both of them have effects 

on the factor as shown in the table. In addition to this, 

the result of t-tests indicates that there is no significant 

mean difference between the academic and the administrative 

staffs with the t computed value (-1.60) and t probability 

(0.12) is greater than 0.05 alpha level. (Le., t=-

1.60, p>O. 05) . This value asserts that the factor is so 

common to affect the groups. Besides, individual reports and 

selected case studies can be sUbstantiated. 

1) Majority of evidences confirm that though majority 

of the administrative workers were recruited from 

the respective regions, they were unable to get the 

chance of transfer to their desired places. 

2. The non native language spea kers of the academic 

staff like in Awasa, Nekemte, and Harar. T.T.Is., 

were transfered to other institutes and/or 

Secondary High Schools, without their demands. 

While those teachers who were in vocational fields, 

due to shortages of new substi tut i-ons, were not 

transferred. 
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3. Only the majority of the teaching staff at Debre 

Berhan, Harar and Awasa T.T.I.S were glven 

" residences near by their institutes. While the 

others were not. 

Thus,residence problems hindered the works and 

programmes of individuals and the institutes. Hence, 

conflict may be caused to exist between the administrators 

and some members of the staff. 

Consequently, the academic and the administrative staff _ 

commonly face many problems in this regard. Since, the factor 

had more effects on the groups, so it is possible to suggest 

that the cited factor were causing intrapersonal conflicts. 

The views of some authorities as has been indica ted in 

the literature agrees with the findings of this study . Thus 

the availability of intrapersonal conflict in the Primary 

Teachers Training Institutes as a function of such factors 

like wrong assignment and goal incongruence, inappropriate 

demand on capacity of organizational structure, the 

administrative style, and role dissatisfaction. In this 

regard, the cited findings on the factors may be included 

under these categories . 
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Interpersonal Conflict 

It was mentioned that interpersonal conflict referred to 

the conflict between two or more staff members of the same or 

different hierarchical levels in the institutes. This type 

of conflict could be caused by several factors. 

study the following major factors are stated. 

In this 

The academic and the administrative staff . attempted to 

rate the mean scores of 2.50 and 2.81 respectively for the 

first factor in Table 8. The higher score of administrative 

staff shows, higher effects on the factor. At the same time, 

the basic differences between the mean scores of the two 

groups was also obtained by computing t-test at the 95% 

confidence interval and t-probabil i ty (0.02) is less than 

(0.05) alpha level. It is shown as t= -2.46; p<0.05. This 

result confirms that the effect of the factor on the groups 

varies. On the other hand, the mean score of the 

administrative staff indicates, higher effect on the factor 

than the academic group. In addition to this, the following 

brief information of the individual reports, interviewees, 

and the selected case studies can be described below. 

a) Many administrative and a few of the academic staff 

members misunderstood the rules and principles of 

the institutes because of which conflict could be 
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generated between the administrators and the 

members. 

b) Some principals misinterpreted or misused for the 

decisions made by the higher bodies, and by the 

deligators of various administrative sections. As 

a result of this, conflict was ignited between the 

principals and some members of the staff. For 

instance, in Nekemte, Awasa and Dessie conflict 

appeared from time to time. 

C) It appears that unbalanced payment, for the summer 

courses often provoked conflicts between the 

institutes' staff and the Ministry of Education 

authorities. 

d) The assessment processes of some principals are 

often directed towards fault finding. Due to the 

fact that conflict emanated between the unsatisfied 

individuals or groups and the principals. For 

instance, in 1981, the Nekemte principal showed the 

biased evaluation performances to teachers. For 

this reason, the majority of academic staff created 

conflcit with the principal. Then, the deligated 
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authorities from the MOE were invited to resolve 

it. 

Due to the existence of such problems, principals may 

sometimes unable to take proper disciplinary measures. 

Eventhough the mean ratings and t-test results show 

significant difference between the two groups, the factor has 

more effect on the administrative than on the academic staff. 

For this reason, the causes of interpersonal conflict may 

vary according to the nature of the groups in the institutes. 

Respondents were asked to determine the rate of 

differences in orientations, competitions, and power 

struggeles in the institutes. Table 8 exhibited that the 

academic (3.39) and the administrative staff (3.13) mean 

scoresi and (.96 and 1.06) standard deviation respectively . 

. Both groups show nearly equal responses on the effects. 

Again, the calculated result of t-test (t=1.69i p>0.05) 

indicates that there is no significant mean difference 

between the academic and the administrative staff. This 

suggests that the factor commonly affects the academic and 

the administrative group members. Moreover, evidences from 

the individual reports, interviewees, and the selected case 

studies can be briefly stated in the following. 1) The rate 

of competitions among individuals and departments or work 
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groups was in lack of psychological and mater~al incentives, 

and 2) the recently established institutes using two media of 

instructions tried to develop diversity in orientations among 

the staff. Such problems existed particularly in Harar, 

Awasa and Nekemte Primary Teachers' Training Institutes. 

Generally, the findings enable us to determine that the 

rate of differences in orientations, competitions and power 

struggles in the staff was high. Thus, interpersonal 

conflict may emanate in both groups of the academic and the 

administrative staff in the institutes. 

The other important conflict generating factor states 

about communication barriers which appeared in the academic 

and administrative staff. In the . table 6
J 

we find the 

item is rated by the academic staff(2.41) and the 

administrative staff (1. 98), and (1. 0 6 and 0.97) standard 

deviations respectively. From the mean scores, one can 

easily say that communication barriers seem to appear more in 

the academic staff than in the administrative. 

The result of t-test also asserts that the two groups, 

the academic and the administrative staff differ in 

significant mean difference is less than 0.05. ( t= 3.25 i 

p<0.05). 
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From this result one can understand that the effects of 

the factor on the groups varies accordingly. Besides, 

evidences from individual reports, interviewees and the 

selected case studies are pointed out that, there is no clear 

identification of the job discriptions and responsibilities 

for the Regional Education Head Officers in the affairs of 

the institutes guide book. For th~s ~ reason- , conflict may 

rise between the institute administrators and the respective 

Regional Head Officers. 

In general, since, the academic staff shows more effects 

on the factor, the possibil i ty of emanating interpersonal 

conflict is higher than the administrative group. 

Nevertheless, the factor may cause such conflict r3rely in 

.the group. 

The fourth conflict generating factor in Table 8, deals 

with the rate of ethnic differences causing interpersonal 

conflict in the institutes. Though the mean score of 

academic staff (2.74) Seems higher than that of the 

administrative staff (2.49), both of them have similar 

effects on the factor. The calculated t-test also 

establishes that there is no significant mean difference 

between the groups 

0.07). This can be 

( t=1.85; p>0.05, when t probability = 

interpreted as conflict generating 

factor has an effect on the groups. Besides, some evidences 
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from the individual reports, interviewees, anq selected case 

studies suggested the following. 

In some institutes like, Awasa, Harar, and Nekemte as 

the result of implementing the new training programme in 

their respective native languages, some ethnic tendencies 

have also appeared. This is due to the fact that some 

department heads, programme organizers etc., manifested their 

narrow outlook towards the non native speakers. Such 

problems, contributed to the defiling of the staff climate in 

the institutes. 

political system 

On the other hand, the emergence of ethnic 

in the institutes caused the unequal 

treatment of the staff, and unfair performance assessement 

results. Hence such unfair treatments affected the morale of 

the non idgenous individuals in the institutes. 

Thus, the above data tells us that the rate of ethnic 

differences in the above cited institutes can have some. 

influenceson the groups. However, the overall effect on the 

academic and the administrative staff in all institutes is 

not that much exaggerated. Therefore, interpersonal 

conflict seems to emanate only in the three institutes. 

The last factor which is shown in Table 8 states, about 

the extent of existing conflict due to the unfair management 

of the leaders. Mean scores (2.86 and 3.43), and standard 



105 

deviations (1.17 and 0.65) were rated by the academic and the 

administrative staff t respectively. 

By observing the score distributions, one may suggest 

that the administrative staff has more effect on the factor 

than the academic group. Furthermore, the t-test result 

suggests that there is statistically significant mean 

difference between the groups. ( t =-4.73; p<0.05). 

Obviously, one can easily determine that the effect of 

the factor on the groups may vary. In the same way, 

evidences from self reports, interviewees and the selected 

case studies point out that nepotism, and corruptions have 

bee (lU\e common for some administrators in the institutes. 

Reacting against such approaches of thier administrators, 

some members were in conflict, and among the social groups, 

the general service men in the institutes were more prone to 

confl ict situations. The main causes for these were: the 

nature of their working conditions~ majority of them had less 

educational background and salary payments ; monotonous and 

boring working conditions. 

In summing up, the above discussions in those conflict 

generating factors, can have effects on both groups i.e., the 

academic and administrative staff. Therefore, the findings 

justified that the existence of interpersonal conflict in all 

the institutes is inevitable. 



3 _1 

3 _2 
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3 . 4 

3.5 

3.6 

ITEM S 

Conflict generating factors 

111 - INTRAGROUP CONFLICT 

The rate of di sagreement among the 
members of your department 

The cohesive approach of members of 
your department in attaining the 
department s or ~ork groups ta s ks/ 
obJectives/ 

The rate of di fferences in your 
department or ~ork group 

Th e extent th a t your leader s treat the 
department or ~or k group IndIfferently 

The rate of applying divide and rule 
tac tic of thee leeader in managing 
membe r s of your group 

The rate of disagreement of member s due 
to differences in educati onal s tatus , 
work exper i ences and gende r s 

TABLE 9 
'-test for Mean Differences Bet~cen Academi c 

and AdmIn Is trative Staffs on Int r agroup Conflict 

Tes t s f or the Mean Differences t 

Academic Staff Admini s trative Staff 
N=125 

N=118 

Mean SD Mea(\ SD 

2 _ 14 0.95 2.05 1.08 0. 72 

2.53 1.22 2.86 1.41 ' 1.99 

3.26 0 .93 2.28 1. 15 7.26 

1. 78 1.01 2.64 0 .69 -7.89 

2.50 0.97 1.67 1.08 6.34 

1.63 0 .84 1.74 1.07 -0.85 

* p <0.05 (StatIstIcally sIgnIfIcant mean dIfference be t~een 
the academic and the adm1ni s trative staffs> 

p 

0.47 

0.047 

0* 

0 

0 

0.40 
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Intragroup Conflict 

In the literature it is pointed out that, intragroup 

conflict often exists among members of subject department or 

work group, or between two or more subgroups within a group. 

Accordingly, Table 9 consists of six conflict 

generating factors which may cause intragroup conflict in the 

institutes. In the table, the first item states, the rate 

of disagreement members of a department or a work group in 

the institutes. The mean scores of the academic (2.14) and 

the administrative staff (2.05) and nearly equal numbers of 

standard deviations show that the two groups of respondents 

have almost similar effects on the factor. The computed t­

test also reveals that there is no significant difference 

between the mean 

administrative staff 

scores 

(i. e. , 

of the academic 

t=0.72; p >O .05). 

and the 

It affirms 

that the conflict generating factor affects the groups almost 

equally. Moreover, the related data from the interviews. and 

the selected case studies indicated that in some institutes, 

intragroup conflict occured in the groups due to the 

individuals resisted to not accepting the work assignments by 

their heads, besides, when some members gained cheap 

popularity from the leaders. On the other hand differences 

in educational status, services, and background may have 

contributed to diversities in a group. 



108 

Eventhough the cited problems appeared in the group, the 

overall academic and administrative staff. findings revealed 

that the disagreement of members in each department or work 

group rarely emanates intragroup conflict in the institutes. 

For the second item in Table 9, the academic and the 

administrative staff rated the mean scores (2.53 and 2.86)and 

the standard deviations (1.22 and 1.41) respectively. 

Moreover, the t-test shows that a statistically significent 

mean difference between the groups (i.e; t = -1.99; p<0.05). 

Thus, it is possible to suggest that the two groups O~ the 

academic and the administrative staff have differnces in 

affecting with the factor. Further evidences stated that the 

interferences in the affairs of departments or work groups by 

the administrators; the intensity of working conditions with 

no additional payments; and the general service working 

condition which does not inquire higher academic 

qualifications workers with higher educational standards for 

the smililar tasks may cause dissatisfactions. 

Generaly, the findings confirmed that the administrative 

workers were more exposed to such types of problems and their 

cohesive approaches in attalning their tasks may be 

distur ·b ed. In this regard, the existence of intragroup 

conflict in the institute may be possible. 
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The groups of respondents participated in rating 

mean scores (3.26 and 2.28) and (0.93 and 1.15) standard 

deviations respectively for the rate of differences in their 

department or work group. This impl ies that, the rate of 

difference in the academic staff is more than the 

adminstrative group. At the same time, t-test shows that, 

there is a statistically significant mean difference between 

the groups (i.e., t = 7.26; P<0.05 when t-probability = 0). 

This shows that there is great difference between the 

academic and the adminisrative group. Besides, the previous 

mentioned factors such as differences in o r ientations, 

educational background and misappropriations of work loads 

can be sUbstantiated. Thus, the findings could lead us to 

decide that the factor may cause of intragroup conflict at 

different leve ls of the groups in the institutes. 

The fourth item in Table 9 states about the extent to 

wh ich the leaders treat the department or wo rk group 

indifferently. It is found out that the academic and the 

administrative staffs created (1.78 and 2.64) means and (1.01 

and 0.69) standard devations respectively. In this case, 

this can be shown as the factor which has more effects on the 

adminsitative staff thCln the aClldend c groups . The 

significant mean difference between the t wo groups is also 

decided by computing t-test (i.e. t = -7.89; P <0 .05 when t-

p=O) • This reveals that the indifferent treatment of the 
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leaders was more in the administati ve workers than the 

academic group. As the result of this, intragroup conflict 

may sometimes exist in the administrative group and rarely in 

the academic staff. 

Determining the rate of application of divide and rule 

tactics in managing staff by the leaders was the other 

important factor which may cause intraorganizational conflict 

in the institutes. Table 9 consists of the mean scores (2.50 

and 1.67) of the two groups accordingly. similarly, t-test 

shows, the statistical mean difference between the groups. 

Some additional evidences pointed out that in some 

institutes' principals, department heads, and other leading 

bodies were very much condemned to their divide and rule 

tactics. Consequently, the data confirmed that the rate of 

applying such managerial tactics by the adminsitrators had 

more negative effect on the academic staff than the 

administrative workers. However, the factor may rarely cause 

for intragroup conflict. 

The last item in the same table states about the rate of 

disagreement of members due to differences in educational 

status, work experiences and genders. Both groups show that 

they have very small effects on the factor. In the same way, 

the computed result of t-test confirms that, there is no 

statistically significant mean difference between the groups 

(i.e., t = -0.85, P)0.05). In other words, it is meant that 
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the factor had similar effect on both groups of the academic 

and the administrative staff In this regard, a study in 

some contingencies affecting interpresonal conflict in 

Academia by Rahim (1980: 121) points out that,variables such 

as age, rank, tenure, status, education, committee 

membership, and number of years since terminal degree may 

affect intragroup and intergroup conflicts indivdually and/ 

or jointly. Consequently , the findings indicated that the 

above cited factors may cause 

institutes. 

intragroup conflict in the 
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TABLE 10

T- test for Mean Difference Between Academic
and Administrative Staff on Intergroup Conflict

Tests for the Mean 0 ifferences t p
ITEMS

Academi c Staff Administrative
Staff

Confl ict generating factors N=125 N=118

Mean SO Mean SO
IV. INTERGROUP CONFLICT

4.1
The tendency of a department or work-group not 2.08 0.89 2.00 0.98 0.67 0.50
to volunteer information useful to a member of
another department or work-group

4.2 The level of distrust felt by a member of one 1.96 0.87 1.80 0.96 1.39 0.17
department or work-group toward another
department or workgroup

4.3 The tendency for a member of one department or 3.24 0.83 2.22 1.15 7.90 0
workgroup to become/angry at the manner of the
leader in another department or work-group

4.4 Conflict exists between departments or work- 2.73 0.56 2.05 0.98 6.58 0
groups due to competition

4.5 The extent of unnecessary interference made by 2.82 0.75 2.83 0.68 -0.07 0.94
the higher authorities in the affairs of
departments or work groups

•. p <0.05 (Stat ist ica llv s iqn if icant mean difference between the
academic and the administrative staff· )

"



, 

4 . 2 .4. 

113 

INTERGROUP CONFLICT 

In the literature, it has been indicated that the nature 

of intergroup conflict should refer to the conflict between 

two or more units or work groups or departments within the 

school organizations. Hence, to determine the existence of 

such type of conflict in the Primary Teachers Training 

Institutes, the following five conflict generating factors 

can be analysed and discussed. 

The first item in Table 10, shows that almost equal mean 

ratings (2.08 and 2.00) of the academic and the 

administrative staff respectively have similarities in their 

responses. Moreover, there is no significant mean difference 

shown l;>etween the groups. (i. e .,t = 0.67; p>O. 05, when t -

probability is 0.50 ). 

This result reveals that the two groups may have similar 

effects on the tendency of one department or work-group who 

refeusesto provide information useful to others. Thus, this 

factor may rarely creat . intergroup conflict. 

Table 10 also consists of the other factor which shows 

the mean ratings(1.96 and 1.~) and the respective of 

standard deviations of the resp0~dents. This confirms that 

there is similar effects of the factor on the groups. At the 
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sametime, the t-test shows that there is no significant mean 

difference (t = 1.39; p>0.05) between the academic and the 

administrative staff. 

These findings tell us that in both groups there was low 

level of distrust among members of a department or work-group 

towards other departments or work-groups. Thus, such factor 

may rarely creat intergroup conflict. 

Respondents participated in determining the tendency of 

a member of one department or work group to become angry at 

the manner of the leaders in another department or work 

groups in their institutes. The academic staff (3.24) shows 

more effect on the item than the administrative group (2.22). 

The calculated t-value (i,e., t = 7.90 ; p<0.05) reveals that 

there is significant mean difference between the academic and 

the administrative staff. In other words, it indicates that 

the factor may have different effects on the groups. 

Moreover, evidences from individual reports and the 

selected case studies revealed that the previously mentioned 

factors such as differences in performance evaluations, 

distributions of material resources, educational backgrounds, 

group competitions and acceptance of the groups by the 

administration were the main. , Thus, these 

factors may give rise to intergroup conflict. 
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The other important conflict generating factor is the 

existence of competition between departments and work groups. 

The mean scores (2.73 and 2.05) assert that there is' 

difference in effecting the factor on the groups. In this 

regard, the academic members are more prone to such kinds of 

conflict. Similarly, the computed t-test shows the 

significant mean difference between the groups (t =6.58; 

p<0.05). 

Thus, one can suggest that competition between the 

academic staff may sometimes, and for the administrative 

staff rarely, cause intergroup conflict. 

The last item in the same table states the extent of 

unnecessary interferences made by the higher authorities in 

the affairs of departments or workgroups. The mean ratings 

of the academic and the administrative staf~: are almost 

equal (2.82 and 2.83). This shows that they had similar 

degree of agreements on the item. At the same time, the 

computed t-value asserts that there is no significant mean 

difference between the two groups (i.e; t = -0.07 p>0.05 when 

t probability is 0.94). 

In the previous discussions -similar points were 

mentioned such as the interference of higher educational 

authorities in the affairs of the institutes, departments and 

work groups. The mean ratings and t-test results also 
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justified that such problem commonly affected the whole 

groups. Thus, the unnecessary interferences by ,the higher 

authorities in the affairs of the work groups or departments 

may sometimes generate intergroup conflicts in the 

institutes. 

As the literature indicates, some authorities have 

already given their evidences that organizational variables 

could stimulate intergroup conflicts. These are; the 

structure and size of the units, the communication channels, 

and the technical systems of unresolved external pressures 

can all lead to conflicts. Accordingly, the above 

indentified factors may indicate/the existence of intergroup 

conflicts in the institutes. 
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TABLE "
T-tests for Mean Difference Betwween Acacemic

and Administrative Staff on the Management
of Co~\)·Ii·C.~.

I T E M S Tests for the Mean Differences

Academic Staff Administrative Staff t P

N=125 N·118

Mean SD Mean SD
:

V CONFLICTRESOLVING MECHANISM

5.1 Integrating method 4.13 0.87 3.61 1.09 4.07 0

5.2 Obliging method 2.46 1.13 3.03 0.90 '4.38 0

5.3 Dominating method 1.94 1.12 2.68 0.93 -5.57 0

5.4 Avoiding method 2.85 1.17 3.09 1.09 -1.63 O. ,.

5.5 Compromising method 3.50 0.62 3.53 0.83 -0.23 0.82

5.6 problem solving method 3.74 0.83 3.63 0.88 0.99 0.32

VI TECHNIQUES OF DISCIPLINARY MEASURES

6.1 Oral reprimand 3.25 1.18 3.43 1.25 '1.18 O.~
6.2 Written reprimand 2.84 1.11 3.95 1.04 -0.79 0.43

6.3 Punishmcnt inf Inf' 1.9/3 0.90 2.24 1./36 '2.24 0.(3

6.4 Demotion 1.60 0.76 1.75 0.95 ·1.40 0.16

6.5 Transfer of individuals proved to be victim of 1.89 1.03 1.93 0.08 -0.33 0.74
conflict

6.6 Discharge or dismiss individuals from thc 1.38 0.74 1.37 0.78 0.11 0.91
Institute (work position)

6.7 The institutc lcnders Iqnorc tnking ilny 2.23 1.31 1./35 1.21 2.37 0.18
dlsclpl Inilry n~Dsures to the eXisting
confl icts which often causes tr.val

~ p<.05 (StatIstIcally SIgnIfIcant mean dIfference between the academIc and the admlnlstratve staffs)
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4.2.5 Conflict Resolving Mechnaisms 

In the literature, it is mentioned that the management 

of interpersonal conflict involves, conflict resolving 

mechanisms and legal disciplinary measures at individuals or 

groups levels in school organizations. Hence, conflict 

resolution implies reduction or elimination of conflict. 

Thus, the analysis and discussion points will focus on the 

following methods. 

Respondents were asked to determine the rate of 

application of integrating method in resolving conflict in 

the institutes. The first item, in Table 11, consists of mean 

scores (4.13 and 3.61) of the academic and the administrative 

staffs respectively. Furthermore, the value of t-test 

determines the statistical significance of mean difference 

between the academic and the administrative staff (t = 4.07, 

p<0.05). This result reveals that the appl ication of the 

method varies in the group scores. Moreover some evidences 

from the individual reports and the selected case studies 

pointed out that the organization of peace and reconciliation 

committee and the conflict mediating tasks of some 

principals, ie., the Debre Berhan and Dessie P.T.T.Is are the 

best examples to be mentioned. 
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Generally, integrating mechanisms emphasizes on cornmon 

areas of agreement and de-emphasizes on areas of differences 

by exchanging information and examining the cases to reach a 

solution acceptable to both parties. Thus, the findings also 

justified that this type of mechanism has greatly accepted by 

the maj ori ty of the respondents of both groups. So the 

method may be the best to be used for the majority of the 

institutes. 

Table 11 consists of the second and the fourth items 

obliging and avoiding methods accordingly. They have almost 

similar mean scores and standard deviations rated by the 

academic and the administrative staff. The computed t-test 

for the second item asserts that there is significant mean 

difference (t = -4.38; P<O.05, when t-probality =0) between 

the two groups of respondents. At the same time the fourth 

item shows no significant result (t = -1.63; p> 0.05, when 

t-probability = 0.11). 

Therefore based on the above findings, obliging and 

avoiding methods were better used for the administrative 

staff than the academic. In this way, it may be possible to 

suggest that majority of the administrative staff preferred 

to handle their conflict either by obliging: attempting to 

play down their differences and emphasizing communities to 

satisfy the concern of others, or by avoiding: they want to 

withdraw by simply leaving the scene of conflict. 
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Respondents were also asked to determine the extent of 

applying dominating method in their institutes. The third 

i tern in the same table, mean rating shows that there are 

differences in implementing the mechanism. Thus, sometimes, 

this method may be applied to resolve conflicts in the 

administrative staff. 

The calculated t -test also reveals that there is 

significant mean difference between the academic and the 

administrative staff (i.e., t = -S.S7 p <O.OS when t­

probability = 0). In other words, it means that there is a 

difference in using the method to resolve conflicts. 

Compromising method is another way of conflict resolving 

mechanism in the institutes. In the same table, we also find 

the respondents mean ratings (3. SO and 3. S3) of the two 

groups respectively. The distributions of attitudinal scores 

indicate us, there are no differences in applying the method. 

Obviously, both scores show that the compromising method 

often used to resolve confi ict in the institutes. At the 

same time, the t-result suggests that there is no significant 

mean difference between the academic and the administrative 

staff (t= -0.23; p>O.OS, when t-probability is 0.82). 

Therefore, the finding helps us to understand that the 

compromising method may be used for the maj ori ty of the 
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institutes. Probably, the conflict mediators might have a 

use for it to make mutually acceptable decision which brings 

some degree of satisfaction to the parties involved in the 

conflict. 

The last item of table 11 shows, the problem solving 

method which is one of the method used for resolving 

conflicts. In this part, the mean . ratings and the standard 

deviations indicates that there is common agreement made by 

the groups to use the method for resolving conflict. It also 

shows the higher degree of application of the method in the 

insti tutes. Furthermore, t-test reveals that there is no 

significant mean difference between the two groups (i.e., t= 

.99; p>0.05, when t- probability is 0.32). In this regard, 

some behavioral scientists suggest that "the problem solving 

style is the most appropriate method for managing conflict" 

(Blake and Mouton, 1964, in Rahim, 1985:85). 

4.2.6. Techniques of Disciplinary Measures 

This analysis will indicate that the management of 

conflict at the individual, group and institute levels 

involves the promotion and maintenance of discipline in the 

institutes. Hence, disciplinary measures have serious 

repercussions on the members of the staff and thus must also 

be based on certain principles and measures . 
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The first item in Table 11, consists of oral reprimand 

for the primary disciplinary measure in the institutes. It 

is found that the academic and the administrative staff mean 

scores (3.25 and 3.43) respectively. The mean scores and the 

standard deviations reveal that in both groups oral 

reprimand is used to resolve conflict. 

no significant (t= -1.18; p>0.05, 

Similarly, there is 

when t. p=O . 2",f. mean 

difference between the group of respondents. 

Therefore, among the listed discipl inary mechanisms, 

oral reprimand sometimes used for the institutes. written 

reprimand is, the second step of disciplinary measures. To 

understand the extent of its application in the institute, 

the two groups participated in rating (2.84 and 3.95) mean 

scores respectively. 

similar directions. 

The standard diviations show almost 

Though the two groups responses indicated common 

agreement in the item, the rate of application was not that 

much exaggerated. At the same time, the t-test reveals that 

there is no significant mean difference between the groups 

(i.e., t= -0.79; p>0.05, when P=0.43). Furthermore, the 

specific evidences from the individual reports and the 

selected case studies are the following. 
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1. In 1985 (E.C), a worker was frequently absent from his 

job in Awassa T. T. I. Then the pr incipal wrote him 

reprimands inorder to refrain him from frequent illegal 

absences. 

2. In 1983 (E.C), a teacher was given strong warning letter 

due to his dishonourable behavior. (See Appendix VI for 

further information) 

3 . In the same institute, 

during working hours. 

warning letter. 

a teacher was frequently drunk 

Then the prinipal wrote him 

In general, the written reprimand is rated second to 

oral reprimand, which may be sometimes use d to manage 

coflicts in the institutes. 

The third disciplinary measure of resol v ing conflicts 

is by a fine. The two groups of respondents ha ve r a ted (1.98 

and 2.24) mean scores. Accordingly, one c an obs e r ve that the 

score of the administrative staff is slightly higher than the 

academic group. At the sametime the t-test confirms that 

there is a statistically significant mean diff e r ence between 

the the groups (i.e., t= -2.24: p <O.05 , whe n t- propability = 

t _ Q0 3 ). Moreover, - evidence from the c a s e s tudies o f Awassa 

T. T. I. could be pointed out as an 

frequently absent from his work place. 

e xample: a wo r ker was 

Then, th e discipline 
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suggested to the principal to take disciplinary measures on 

him. For this reason, the principal took the following 

measures at different times: Oral reprimand, written 

reprimand, and punishment in fine. 

Consequently, it became evident that the fine has little 

measuring value for the academic staff but more applied to 

administrative workers. However, the data confirmed that 

such type of disciplinary measures may be implemented applied 

rarely in the institutes. 

The fourth, fifth, and sixth types of disciplinary 

measures are:demotion, transfer of individuals, and discharge 

or dismissal of individuals. For both items, respondents 

confirmed to have common agreement in the application of the 

methods. However, the mean scores revealed that the 

mechanisms were used only a few times to manage conflicts in 

the institutes. 

The results of t-tests for the cited items are 

identified that no significant mean differences between the 

academic and the administrative staff. It is meant to have 

common agreement in the application of disciplinary 

mechanisms. However, the application of such mechanisms seem 

to be not significant in the institutes. 
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The last item in Table 11, states about the leaders 

positions not taking disciplinary measures to the existing 

conflict ln the institutes. The academic and the 

administrative staffs rated the mean scores (2.23 and 1.85) 

respectively. Although effects of the item on both groups 

show.' very low, there are differences in responses. At the 

same time, the computed t-test (i.e; t=2.37; p>0.05 when t 

probability =0.18) shows that there is no significant mean 

difference between the groups. Therefore, the findings 

pointed out that the negligent approach of managing conflicts 

by the leaders was not that much accepted by the groups. 

Infact, it may be possible to say that the fire fighting 

aspects of conflict management was the one which was used 

mostly by the leaders. 
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TABLE 12
T·test for the Mean Differences and Rank Orders for the

Duties of Principals on Co,trolling Conflict

I T E M S M E A N R A N K S

VI L Duties of a Principal cademic Staff Administrative Staff

N=125 Rank Order N=118 Rank Order

7.1 His abi lity to intensi~ the psychological cl imate of 3.98 1 3.69 1
the staf f inorder to s engthn their mutual intimation

7.2 His attempts to team building and role negotiation 4.20 2 4.19 2
7.3 His strategies to resolve conflict through impersonal 5.81 7 5.38 5

bureaucratic rules for personal control

7.4 His inclination to deal WI th the departments or work 4.23 3 4-10 3
group interdeoendences

7.5 His endeavours to implement performance appraisals and 5.69 6 5.25 4
designing training programs

7.6 His behaviour in confl ict situations as initiator, 6.51 9 6-10 9
defend\l1t, and mediator

7.7 His wi lling to initiate the members with the newly sent 5.21 4 5.47 6
cases from educational head offices.

7.8 His tasks on properly delegating of authorities 5.57 5 6.00 7

7.9 His appl icat ions on proper methods for conflict 7.00 10 6.38 8
resolution

7.10 His implementation on proper decisions in academic and 6.15 8 6.88 10
administrative affairs

. Rank Order CorrelatIon Coeflclent (r) between the academIc and admInIstratIve staff = rs = .86

. tcomp = 4.65 is greater than the t critical at df = 8 which is either 2.31 at 5% (0.05) or 3.36 at 1% (0.01) alpha levle. Thus,
i tis not significant. This means that there is no significant differences between academic and administrative staff responses on the
dutle. (roles) of principals of the InstItutes.
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4.2.7 Duties of a principal 

The Principal of the institute is the one, who is 

responsible for leading, administering, planning, 

coordinating, and evaluating performances of the staff. 

Accordingly, both the academic and the administrative staff 

have ranked first and second for the first and second items 

respectively. The most frequent duties of the principal are 

stated as the ability to intensify the psychological aspect 

of the staff inorder to strengthen their mutual relations, 

and his attempts to team building and role negotiation in the 

studies. Moreover, the following interviewees responses may 

be sUbstantiated. 

a)The previous dishonest principals were stbstituted by 

new and experienced ones. For instance, the cases of 

Dessie, Awasa, and Nekemte T.T.I.S could be mentioned. 

Simultaneously, in the management sphere, many changes 

were brought, ie., the staff recreation services have 

been improved; and the involvement of the staff in co­

curricular, campus beautification and other activities 

have enormously increased. Such types of activities 

have also been observed in Debre Berhan, Awassa and 

Harar institutes. 
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b) The organization of peace and reconcilation 

commi ttees in the institutes have also brought 

tremendous changes in managing conflicts. For 

example, in Debre Berhan and Dessie T.T.Is., the 

committee was frequently involved in resolving 

conflicts in the institutes. Thus, they introduced 

marked changes to the upgrading of the 

psychological climate of the staff and 

strengthening their mutual relations. 

In addition ~these, the tabulated responses of 

individuals self reports pointed out that, since the last 

three years the leadership qualities of some principals have 

encouraged the following constraints: lack of efficiencies, 

careless approach to individual and group problems, 

superiority or inferiority complexes, nepotism and 

corruptions in their managerial duties, and carelessly 

handling conflicts to the extent of saying "let time solve 

it". Eventhough such constraints were dominating, ingeneral, 

the findings revealed that the principals were strengthening 

mutual relations, team building and role negotiation in the 

institutes. 

Item four in Table 12 shows, the principals' duties in 

deal ing effectively with departments or work group 

interdependences which was ranked third by the two groups of 
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respondents with the mean ranks of 4.23 

reveals that the principal may foster 

and 4.70. This 

collaboration to 

carryout the desired duties. However, relationships between 

departments or workgroups may be characterized by the degree 

of response of a department to the needs of another 

department, the accuracy of information exchange, and the 

attitudes of department members towards other departments or 

workgroup members. Conflict of interests in the subj ect 

department, for example, as stated in the literature were: 

interference wi th other departments or work groups, 

withholding information from others, getting angry with 

others, toward other departments or work groups. When 

investigating these factors, the principals might have 

designed proper mechanisms for the solutions. In this 

regard, the individual self reports stated that in some 

institutes like, Debre Berhan and Dessie, the principals 

developed genuine relationships and respect among the members 

of the departments or work groups of the institutes. They 

also created conditions for proper appropriations of 

residences to the majority of the teaching staff. 

It is also improtant to know that the appropriate 

leadership style can improve self motivation. This type of 

leadership depends on other things, upon particular 

circumstances and concerns. Hence, leaders particularly 

principals may take personal interest in understanding the 
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problems and feelings of members in the departments of work 

groups to work out solutions together with them. Thus, in 

spite of the above stated drawbacks, their inclinations 

were rated to be quite effective in the institutes. 

On the same table, we find item five dealing with 

performance appraisal which is ranked fourth and sixth by the 

administrative and the academic staff respectively. 

Despite its crucial importance both to the staff and 

institutes, the practice of performance evaluation often 

leads to conflicts and misunderstandings between staff 

members and leaders of the institutes for several reasons. 

Based on the individual self reports interviewees and the 

selected case studies, the following two major resons can be 

offered. First, the staff and the institute leaders 

introduced conflicting goals to the process of performance 

evaluation. Second, the institute leaders and staff members 

disagreed on the cases of poor performances. For example, 

the majority of administrative staff reports of Nekemte, 

Harar, Awasa and Dessie P.T.T.Is pointed out that there were: 

improper assessment of performances, lack of supervision of 

daily performances, lack of material incentive for the 

desired tasks, 

works. Thus, 

and lack of promotion for manual labourers 

poor performance was attributed to external 

factors so as to defend their ego, whereas the institute 



131 

principals might have attributed to the personal behavior of 

the workers. As a result, they disagreed on the case of poor 

performance. The prime purpose of evaluation should be to 

promote the professional growth of the workers so that the 

principals may stimulate and guide the growth of the 

institutes by effectively performing their tasks. Thus, past 

performance is appraised for the purpose of changing future 

performance. However, the majority of the administrative 

staff complained about their promotion which could be based 

on their work performance evaluation~. 

Designing the training programs is another duty of a 

principal as stated in Table 12. Obviously, improper 

designing of the programme might generate conflict. Hence, 

the distribution of loads for some teachers and 

administrative workers was said to be unbalanced. For 

example, the tabulated responses of individual reports and 

some of the interviewees pointed out, the following problems 

which were common to the majority of institutes: unnecessary 

loading of co-curricular acti vi ties, disproportional work 
--" 

assignment and sometimes, in some institutes leader were 
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specialization. 
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teachers out of their fields of 

Recently, in designing and implmentation of programmes, 

two media of instructions i.e., in Awasa (sidama and Amharic 

languages), Harar (Oromifa and Amharic), and institutes like, 

Nekemte (only with Oromifa medium instruction). In spite of 

the aforementioned problems, the institutes programmes have 

been undertaken more or less smoothly since the start of this 

academic year. 

Initiating the departments, or work groups with the 

newly sent (current) cases from the higher educational 

offices is the other duty of the principals which is stated 

in Table 12. 

The ranks of implmenting the issue is rated by the 

academic and the administrative staff groups as fourth and 

six respectively. Besides, it was identified in the document 

observations that the Debre Berhan, Dessie, and Harar 

institutes leaders were more active to initiate their staff. 

Thus, it is believed that the more the staff acquainted with 

the current information on their work and administrative 

tasks, the less would they be prone to conflict situation. 

Proper delegation of authorities is the other element of 

the principals duty which is exhibited in Table 12. However, 
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from the managerial point of view, it was discussed that, 

decentralizing powers through proper delegation of 

authorities could contribute to the effective implementation 

of designed tasks of the institutes. 

In the administrative and academic guide book of the 

institutes (MOE, 1972 EC), various channels of organizational 

structures like principals, deputy principals, departments, 

sections and workgroups of the institutes are mentioned. 

For example, under the deputy principal, there are six 

subject depatments listed: (1) Pedagogical Science 

department, (2) Language Depatrment; (3) Social Science 

departments, (4) Science and Maths department (5) cultural 

and Arts department, and (6) Agriculture and Home economics 

department. (See in Appenix II). Along with the 

organizational structure, various committees could be 

organized for various purposes, like, discipline committee, 

administrative committee, purchasing committee, etc. Clubs 

could also be formed, such as sports club, campus 

beautification, recreation clubs etc. 

The field study revealed that in all sample institutes, 

the maln organizatonal structures were found with the 

exceptions of their differences in effectiveness of 

performances. Besides, there were variations in the types 

and organizations of committees and clubs. For instance, the 

formed peace and reconciliation committee at Debre Berhan,and 
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Dessie 'I. T,Is were 

resolving conficts 

actively 

of the 

carry ing out t,heir tasks in 

insti tutes. - The campus 

beautification committee of Harar, Debre Berhan and Dessie 

T.T.ls; Pedagogical centres (clubs) of Awasa and Debre Berhan 

and the staff recreation committee or clubs at Dessie, Awasa 

and Debre Berhan T. '1'. Is could be cited as best examples. 

Therefore, the study indicated that the proper delegation of 

authorities in allover the structural activities of the 

insti tutes may have encouraged to minimize the unwanted 

conflict and accelerated effective competition among the 

members in the staff. 

Item Six in Table 12, also lists the other type of duty 

which is to be performed by the principals as initiating, 

defending, and mediating of the staff conflict in the 

institutes. Both groups of the academic and the 

administrative staff respondents ranked it in ninth position. 

Besides individual~ self reports interviewees and the 

selected case study results revealed that there were 

negligible applications of principals in initiating, 

defending and mediating of conflict in the institutes. The 

main reasons forwarded were: 

1. Since conflict is a dynamic manifestation of 

individual or group behavior, its inevitability was 

not clearly understood by majority of the leaders. 
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2. Many of the principals had little knowledge of the 

nature, levels/types of conflict and its 

management. 

3. The conflict handling mechanisms were not clearly 

dema,cated by many of the leaders in the 

institutes. As a result, they tried to search for 

solution through only legal disciplinary measures w 

4. Many principals were negligent to give appropriate 

solutions for easy types of conflict. 

Therefor.e for principals to manage their tasks 

effectively they should be equiped with the knowledge of 

initiating, defending, and mediating conflict mechanisms 

during their training. 

In the same table~item nine indicates the proper 

applications of the conflict resolution mechanisms i n the 

institutes. Both groups of the respondents suggested that 
of 

there was least reaction in the applications such mechanisms 

in the institutes. But, this result was found to be 

contradictory when compared with the previous discussions. 
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In the same table, the last item explains L~e proper 

implementation of decisions in the academic and the 

administrative affairs of the staff. 

Nevertheless, 

implementations of 

the principal's duties 

conflict resolution 

in the proper 

mechanisms and 

applications for the decisions, were given least emphasis in 

the institutes. This might have been done for the following 

major reasons as justified by the majority of individual 

reports, interviewees and the selected case studies. The 

main evidences were: 

1. The frequent change of principals, and higher 

educational officers also affect the proper 

understanding of the problems and applying the 

mechanisms for handling conflicts. For instance, 

from 1980 to 1984 (E.C) three Regional Head 

Officers, aswellas three Principals of the 

institutes were transferred from Awassa to other 

reg ions and insti tutes respecti vely, and 

substituted by new ones. These new officers were 

unable to give the right decisions on time due to 

the fact that they were new to the maj ori ty of 

cases of the institutes. 

2. Improper management of the staff by some principals 
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provoked conflict which sometimes obliged the 

Ministry of Education authorities to intervene in 

the situaion. In this regard, conflict occured in 

Awasa T.T.I. in 1980 (E.C) between the principal 

and four teachers, and the conflict at Nekemte 

T.T.I. staff due to poor management of the 

principal in 1980 (E.C) could be mentioned as cases 

in point. 

3. The individual behavior of Regional Education 

leaders sometimes had led to conflict. For 

example, since 1982, for about five years, such 

type of conflict existed in Nekemte T.T.I. The main 

reason was that, the Regional Education Officer was 

interested to interfere in the affairs of the 

institute for his personal advantages. As a 

result, those principals or deputy principals who 

did not satisfy his personal wants were expelled 

from their posts. Finally, the abnormal 

development of such subjective approaches of the 

Regional Education Officer to the institutes, as 

well as, his misdirection of the Educational 

Districts and Institutes (i.e; Senior Secondary, 

Junior Secondary, and Elementary Schools) ignited 

regional teachers conflict. For these reasons, he 

was dismissed from his post. 
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From the above responses, one can possibly conclude 

that, the principals proper utilization of the conflict 

resolution mechanisms and applying proper decisions in the 

academic and the administative affairs were ineffective due 

to the above mentioned and other constraints in the 

institutes. Since, these duties were very important for 

effective management of conflict, necessary measures should 

have been taken for upgrading the principals knowledge with 

the appropriate methods of handling conflcits. 

In general, the overall ran k order correlation 

coefficient (0.86) between the ranks of the academic and the 

administrative staff members show, the degree of agreement 

in rating the ten duties of principals on controlling 

conflict in the institutes. 

Mo reover, t-test for the mean ra nk scores also proves 

that there is no significant differenc e between the academic 

and the admin i strative staff responses on the duties of 

principals in controll ing conflct in the institutes. This 

resu lt is shown as, t-comp. == 4.65 <t-crit. ==2.31 at 0.05 

alpha level. Thus, it can be c o nc luded that in the 

management sphere, confl ict should be a continl.)us process 

which minimi zes the d e structiv e effec ts t ha t c a n grow out of 

latent conditions of stress and uncertainty. In a similar 

way, Paltrige (1971:93) states that the grea ter the amount of 
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control that can be exerted in situations of latent or 

perceived conflict the greater the expectation of rationality 

in the human process of conflict resolution and decision 

making. 



CHAPTER V 

SUMMARY, CONCLUSION AND 

RECOMMENDATION! 

5.1 SUMMARY 

It has been assefted that organizational effectiveness 

would be incomplete without understanding the phenomena of 

conflicts and the methods of resolving them. Thus, the 

general objectives of the study were directed towards 

investigating the strategies of managing conflicts at 

individual, interpersonal, group, and intergroup levels in 

the Primary Teachers I Training Institutes of Ethiopia. In 

addition, it was aimed at devising the proper tactics for the 

effective management of conflict arising in the institutes. 

In order to achieve the general objectives, efforts had 

been made to seek possible solutions for basic questions; 

which had been stressed on the types / levels/ of conflict, 

the principal causes of conflicts, the foremost resolving 

mechanisms, the main tactics of disciplinary measures and the 

major duties of principals on the management of conflict. 

The descriptive survey method had been carried out for 

detailed analysis of the data and the findings for the basic 
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questions. Random sampling technique was also used to decide 

the zonal representati9n of the sample institutes: Awasa, 

Debre Berhan, Harar, Dessie and Nekemte. These represent 

southern, central, eastern, northern, and western parts of 

Ethiopia respectively. (See Appendix-I for the details). 

In an attempt to seek for appropriate solutions, the 

researcher has reviewed related literature and made an 

opinion survey of the 

Moreover, 

concerned authorities of higher 

questionnaires were filled and education. 

interviews were conducted. Besides, evidences from 

respondents and the selected case stuoies have substantiated 

the study. 

Regarding the analysis of the data, the statistical 

tools employed were: Chi-square goodness-of-fit, percentages, 

mean ratings, standard deviations, t-tests, and the spearmdn 

Rank Order correlation COefficient (rs). By these the 

following major findings were obtained. 

The proportion of females to males is higher in the 

administrative staff than in the academic one. Besides, the 

proportion of the married staff is higher than that of the 

unmarried and divorced ones. 
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The study has also revealed that most of the respondents 

seem to have adequate work experiences. Moreover wider age­

group differences have also appeared in the academic and the 

administrative staff. Similarly, it has been confirmed that 

the composition of Bachelor and Masters degree holders of the 

academic staff is much less than that of grade twelfth level 

and even lesser in the administrative ones. 

The existence of conflict generating factors has proved 

different rates of occurences in the institutes. So, the 

following types of conflicts were identified: intrapersonal, 

interpersonal, intragroup and intergroup types of conflicts. 

At the sametime, for each type of conflict, the major 

generating factors which have high rate of occurences , 3.00 

and above mean scores in the institutes were decided upon by 

the distribution of mean scores of the academic and the 

administrative staff (See Appendix VII-X) . 

Among the stated conflict resolving mechanisms, 

integrating method showed the highest while compromising and 

problem solving methods have shown the higher degree of 

appl ications. On the other hand, for the management of 

conflicts, oral reprimand was suggested to be the best 

disciplinary measure which might often be applied; where as 

written reprimand was used. Sometimes, punishment in fines 

was very rare in the institutes (see Appendis X for the 

details) . 
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Lastly, the overall rank order correlation coefficient 

( .86) between the ranks by the academic and the 

administrative staff. has indicated that the very high degree 

of agreement in rating the main duties of principals on 

conflicts in the institutes. In the same way, t-test for the 

mean rank scores also showed that there was no significant 

differnce between the two rank means. In other words, it was 

indicated that both groups of the academic and the 

administrative staff~ had similar attitudes towards the 

elements. 

5.2. CONCLUSION. 

Based on the views that has been expressed by various 

authorities and the findings, the following concluding 

remarks were made. Sex and marital differences might form 

diversities in personalities. Besides, professional 

competence and differences, individual educational background 

differences in the staff may also contribute to emanating 

conflict in the Primary Teachers' Training Institutes. 

Although most of the staff, have acquired an adequate 

work experiences, some of them with many years of services in 

the same work positions they tend to be exhausted and 

negligent towards their responsibility. Thus, in most 

institutes conflict seem to be generated between those 
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individuals with long and short service years of the various 

departments or workgroups in the institutes. 

The study of an organizational theory is not complete 

without understanding the phenomenon of conflict. Thus, the 

availability of intrapersonal conflicts in the institutes has 

been decided by the improper fixation of promotional and 

reward processes, the unnecessary over load assignments, lack 

of satisfaction in the decisions made by the administrators, 

and the inability of met.ting transfer request among some 

members. Similarly, the rate of differences in orientations 

shows that competi ti on , power struggle, and unfair 

management exist among the leaders. Some of the ethnic 

differences in the institutes of two media of instructions 

may generate interpersonal conflict. 

The findings have indicated that variables like 

incongruences of departments or work groups and applying 

d~ vide and rule tactics in managing members . Moreover, 

differences in a group and the working conditions 

might be the cause for the existence of intragroup conflict. 

Whereas variables like the degree of annoyance of one 

department or workgroup by others, the unnecessary 

interference made by the higher authorities or leaders in the 

affairs of the groups, differences in performance 

evaluations, in material distributions, in competitions, 
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acceptance by authorities, and group dynamics were the main 

generating factors of intergroup conflicts in the institutes. 

The intergrating method has emphasized on common areas 

of agreement and de-emphasised on areas of differences by 

exchanging information and examination of the cases to reach 

a solution acceptable to both parties. In the same way, 

compromising and problem solving have also been used for 

solving conflicts. Probably these methods have involved a 

mutually acceptable decision and searching for solutions 

which have brought some degree of satistaction to the parties 

embraced in conflicts. Consequently, the methods could be 

easily applied to the conflict mediating of tasks. 

The greater amount of control that can be exerted in 

situations of latent or perceived conflicts the higher the 

expectation of rationality in the human process of conflict 

resolution and decision making. In this regard, the strategy 

of managing conflicts has been used for disciplinary measures 

which had serious repercussions. In most cases, oral and 

written reprimands, punishment in fine and in very rare 

cases, transferring, demotion, and dismissing (i. e. , 

individuals who were victim of conflict) have contributed to 

resolve or control conflicts in the institutes. 
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The result has indicated that proper del e getion of 

authorities in all the organizationally structured ac tivities 

of the institutes might have encouraged to minimize 

unnecessary conflicts and accelerate effective competion 

among individuals or groups. At the same time, an 

appropriate leadership style of principals improve self 

motivation for work to a considerable extent. Such a style 

of leadership may depend on particular circumstances of 

members in the departments or work groups. 

The practice of performance evaluation ofte n leads to 

conflict and misunderstandings between the staff a nd the 

heads of the institutes due to lack of und e r s t andi ng of the 

goals of the evaluation. Some principals attribute it to 

the personal characteristics of workers . 

It has been identified that in the i nstitu t es which use 

two media of instructions, principals fa c ed difficulites in 

designing and implement ing the programme s. The fa i 1 ure of 

administer ing such programmes sometimes br ing s r e sul ts in 

conflict situations in the institutes. 

Many of the principals seem to l ac k know ledge of 

conflict resolving mechanisms. As a result, t he p rocess of 

initiating, defending, and mediating role s ha ve bee n i mpeded. 

Thus I for the proper utilization of the mec h a nisms for 
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have used in the past to manage 

conflicts; 

c) consider experimenting with alternative 

conflict resolving methods, if they feel 

better performance is waranted. 

2) Organizing peace and Reconciliation committees had 

contributed to the development of smoothing 

confl ict in some of the institutes. Therefore, 

since, these committees had contributed to play for 

resolving confl icts, the remaining insti tutes could 

adapt their experiences. 

3) Conflict control could be a continuous process to 

minimize the disturbance of the staff. 

Consequently, the administrators in general, and 

the principals in particular sh ould ha v e well 

developed mechanisms for controlling measures on 

victims of conflict. 

Thus, to make the management more effective the 

following suggestions may be helpful: 

3.1 The principals better dev elop pro pe r attachment 

with their subordinates, as well as with their 

respective higher officials. 

3.2 continuous investigations could be made on conflict 
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generating factors and should use 

appropriate mechanisms for their reduction. 

3.3 Suggestion boxes could be organized for opinion 

survey. 

3.4 Proper orientations could be del i vered on the 

rights and duties of the staff members. 

3.5 Search for suitable measures of solving 

individuals' personal problems. 

3.6 Develop better social services for all members of 

the staff in the institutes. 

4. Effective planning in the early cycle of the institutes 

programme is another action which may have a favourable 

impact on the organizational c limate. This is 

particularly necessary because, the admin i strators, 

above all, the principals could easily inte gra te various 

disciplines across functional lines. 

5. Rules, principles, duties, and responsibilities of the 

academic and administrative workers, a s we ll as the 

respective Regional Education Au thorities could be 

clearly demarcated by the Institutes' Guide Book. 



150 

6. There is no one and uniform conflict resolution 

technique that educational administrators can use in 

every situation. On the contrary, they can effectively 

reduce conflict if they try to relate the resolution 

strategy to some variables that can be quantified and 

measured. 

7. The educational administrators could understand 

conflicts that affect the whole organizational 

intervention to 

Such intervention 

performances which need immidiate 

resolve potentially dangerous issues. 

mayor may not be solicited by groups and it is possible 

that hostility may persist in the short run. 

8. Many of the principals were found to lack knowledge of 

conflict resolving mechanisms. Therefore, the concerned 

higher educational authorities better attempt to design 

courses for training (i.e., for preservice and inservice 

programmes). Furthermore, they can organize programmes 

for educational administrators, unit leaders and 

department heads to share their experiences with other 

educational institutions. 
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Finally, since, this study is the first of its kind, 

there could be other undiscovered factors. Thus, the 

researcher recommends that, in the future, a detailed study 

could be conducted to investigate more about conflict 

generating factors, effects of various types of conflicts on 

staff performances, and design appropriate strategies for the 

management of such conflicts in the institutes. 
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ADDIS ABABA UNIVERSITY

SCHOOL OF GRADUATE STUDIES

FACULITY OF EDUCATION

DEPARTIMENT OF EDUCATIONAL ADMINISTRATION

Questionnaire to be completed by.the
Primary Teachers' ·Training Insti tutes ~

A~t:rative and Te::tchip~Staf::fs

The purpose of this questionnaire is to-gither information
~ pertaining to a strategy for Managing conflict in Primary Teacher's

Training Institutes of Ethiopia. You are Kindly requested to
share your experiences and suggestions.

Thank you for your Kindly
cooperation in advance!

I. BACKGROUND INFORMATION

Instruction - 1. Please indicate your answers by putting /~/
mark in the box provided

1.1 Write the name of your Institute .
1 .2 Sex a) Male /---, b) Female /---r

1.3 Age

a) Under 18 years /--y b) 18-27 years /--y c) 28-37 Years
r=r

1.4 Marital Status a) Unmarried b) Married -/--/
c) Divorced /--/

1:5 Academic Quulification

a) Gtade 1.) and'tLess r:» b) 12+1 /---"T c) 12+2 /=r.. ,
d) 12+3 /-/ e) Bachelar's degree / -/

f) Master's degree /---"T G) Doctrate degree /---,

h) others 1-I



1.6 Total service Years 

a) 1-5 years I~ 

161 

b) 6-10 years I-I c) 11-15 I~ 

d) 16-20 years I~ e) 21-36 y ears 1--· -1 f) 27-30 years 1---/ 

1.7 Your present position in your Institute 

a) Teacher . j---/ b)Administrative worke'l ' II 
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Instruction2 :- BelON are various kinds of problems that may generate
conflict in your work. Indicate to what exentent you I

find each of them to be a problem, concern or obstacle
in carrying out your duties.

You are expected to give your best answer by circl-
ing out mumber which corresponds to your choice. The
key to the number is given below.

Key: 1= NEVER
2= SELDOM

3= SOMETIMES
4= OFTEN

57 ALWAYS

Rate of Occurence
No Conflict generating 1 2 3 4 5

factors sam
NEVER SEI.I:X:MTIMES OFTEN ALWAYS

I INTRAPERSONAL CONFLICT-1.1 The extent of your satisfact-
ion with the decisions made
by your administration. 1 2 3 4 5

1.2 Disagreeing with your working
assignment. 1 2 3 4 5

1.3 The extent of decreasing
your participation due to the
damination of your leaders J 1 2 3 4 5

1.4 The extent of your dissatisfac-
tion due to the unnecessary
over load tasks. 1 2 3 4 5

1.5 Imporper fixation of promotinaJ ,
motivational and reward proc.esg, .

ses by the administration 1 2 3 4 5

1.6 The extent of!1:~ttinr; to fulf-(,'11, your transfer r equee t s ,
1 2 3 4 5



Rate, of OccuI1'€i1ce
~o Conflict generating 1 2 3 4 5

factor NERVER SEIlXM SCME
TIMES OFTEN ALWAYS

I INTERPERSOOALCXNFLICT
2.1 .Unable"~·to take legal disc.p'ina-

ry measures due to the 1 2 3 4 5,J'

existance of inter personal
conflict.

2 • ~ The rate of differenCes in
orientations competitions and
power struggle in your
institute, 1 2 3 4 5

2 • ~ Communication barriers
appear among the teacher and
administrative staff. 1 2 3 4 5

2. ~ The rate of ethnLcr differe-
nce provokes inter personal
conflict in your institute" 1 2 3 4 5

2 • ~ The extent of existing
conflict due to the unfair
management of the leaderst 1 2 3 4 5

III IN'TRAGRROUP CONFLICT
- _1.

3.1 The rate of disggreement
between your department or
work group wi th others" 1 2 3 4 5

3 . c The cohesive epproach of
members of your group in
attaining the department's or
work group's tasks fobjectivel, 1 2 3 4 5-

3 • ~ The degree of cti>.:U-erenees - in
your department or work group. 1 2 3 4 5
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Rate of Occurence
No Conflict generating 1 2 3 4 5

factor m1EiN.t.Vlili SEIlXM TIMES OFTEN ALWAYS
3 .4 The extent of your leaders

treatment your department
or work group, 1 2 3 4 5

3.5 The rate of applying
divide and rule tactics
in managing members by
your leaders. 1 2 .3 4 5

3.6 The degree of disagreement
of members due to difference
in educational status, work
experiences and genders. 1 2 3 4 5

IV-INTERGROUP CONFLICT

4.1 The tendency of one depart-
ment or work-group not to
volunteer information
useful to a member of

another department of work
group. 1 '2 3 4 5

4.2 The level of distrust felt .
by a member of one depart-
ment or workgroup toward
another department or

- workgroup. 41 f) 3 5<-

4.3 The tendency for a member
of one department or work

'"group to become a~gry with
the manner of the leaders
in another department or
work group~ 1 2 3 .4 5
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, I !
Rate of Oc cu nen ce

No Conflict generating
1 2 3 4 5

factor SCME
NEVER SELIO.1 TIMES OFTEN AIJNAYS

4.4 The rate of conflicts
between your department
or workgroup due to
competition •. 1 2 3 4 5

4.5 The extent of unnecessary
interference made by

the higher authorities in
the affairs of your

."
department or workgroup" 1 2 3 4 5
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Instruc tion 3:- Below are conflict resolving mechanisms and 

techniques of disciplinary actions (measures) 
L 

as a means of resol v ing conflicts. Your are 

expected to respond by circling the best corr­

esponding answer from the given alternatives. 

I--~----------------------------------~-------------------------------------~ 

No I T E H-_ E 

V- CONFLIC'T RESOLVING 

MECHANISMS 
ao _ _ __ c:::! 

5.1 Integrating method: 

Resolving conflict through 

opennes, exchange of 

information and examination 

of diff e rences to reach a 

soluti o n acceptable to both 

part i es [groups]. 

5.2 Obliging method: Resolving 

c o nfli c t through the t e ndenc 

to minimize or suppress the 

open recognition of real or 

per c eived differences in 

copfli c t situations while 

emph asizing common interests, 

5.3 Dominating method: Resolvin~ 

c o nfli c ts thr o ugh forcin~ 

(d ominating) style i.e., 

thre ~t ning, or punishments 

etc~ 

5.4 Avoiding method: Resolving 

conflicts to withdraw from 

or r emain n e utrul in confl­

ict situati o ns. 

1 

1 

I 

1 

1 

1 

Rate of Applications 

:2 3 4 5 

OFTEN ALWAYS 

2 3 4 5 

2 3 4 5 

? 3 4 5 

2 3 4 5 
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Rate of Applications
No A • - '. ''': 1 2 3 4 5r-r E H S

NEVER SErJXM
SCME
TIMES OFTEN AJ.JHAYS

5.5 Compromising method~
Resolving conflict through
the tendency to sacrifice
one's own position by seek-
ing a middle ground spliting
the differences in conflict
situationsl 1 2 .3 4 5

5.6 Problem solving method: ..
Resolving mechanisms for conl-
licts by applying s c.i en t i f Lc

steps and logical squences in
~
I-:;laboratingthe cases . 1 2 3 4 5

. -
VI- TECHNIQUES OF nIR(,IPLIT'~ ~l''y

• H

MEASURES
-

In order to manage conf
lict in your institute, how--.
far have the following dis-
cplinary penalties been exerc-
ised? 1 2 3 4 5

6 1 Oral reprimand .
6.2 Written reprimand 1 2 3 4 5

6.3 Punishment in fine 1 2 3 4 5
. ,

6.4 Demotion 1 2 3 4 5

6.5 Transfer of individuals
proved to be victim of
conflict 1 2 3 4 5

6.6 Discharge or dismiss indivi-
duals from the institute 1 2 3 4 5
(work position)

6.7 The institute leaders ignore
taking any disciplinary meas
ure to the existing conflictp

I wh i.ch o f t en :;,'-"!/:',:.; "')"':t",,_'. 1.! 2 3 4
.• ~ ~~~ '._ ~ _._. ._. ._.____ _ ._••• __ •• _. ~\ _ ••••.• _~. ~•. 1. .•_._~_{---.--.----.--_
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Instruction 4:- Rank orderly in the following space provided, for
each functional roles of your principal in the management
of controlling conflicts.

No V1I~>.,· _!l)utiesof a Principal for controlling-
conflict Rank

7 .1 His ability to intensify the psychological
- climate of the staff in order to strengthen their

mutual relations. I
. - --

7 •2 His attempts to team building and role negotiation Ii I

7.3 His strategies to resolve confl ict through
impersonal bureaucratic rules for personal control •. I

.. -- ---
7.4 His inclination to deal with the departments

or work groups interdependencesQ I
,-

7 .5 His endeavours to implement performance appraisals
and designing the training programs!! I

7.6 His behavior in conflict situations as initiator,
defendent and mediator f I

7 •7 His willing to initiate the members with the newly
sent cases from higher educational offices. I

7 .8 His tasks on properly deligating of authorities, I
.7.9 His applications of the mechanisms for conflict .

resolution t I

7.10 His efforts of the implement ation of decisions in
the academic and administrative affairs of the
institutes. / 7

/

I

I

J

/ .

/

/

,I

/.
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VIII Self Report/ Open Ended/ Items

Instructions: To substantiate the causes for intra personal
coAflict the following open ended (self report)

,type tr questions are listed. Please state them
in brief with the space provided.

8.1 What kind of problem" do you face in yettr institute2

a)

- - -~----
r. \~/

d)

8.2 Do you like your
the main causes.
a)
b)
c)
d)

job? If you do not like it, state som~ of

8 ~• v Do you feel that the rate of your participation is be i r.g

decreased in your institute? If your response is positive,
state the major causes.
a)

b)
c)

---------------- --------- --- ..--

~~e the main causes that mal~ you always
wi~h your leaderse

a)

b)

c)

d)

8.5 If you have additional suggestions or comments regarding the
types of conflict situations and the mechanism~ of their
menagenat please state them in brief.
CL~
f.} _. . •......
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ADDIS ABABA UNIVERISTY 
SCHOOL OF GRADUATE STUDIES 

FACULTY . OF EDUCATION 
DEPARTMENT OF EDUCATIONAL ADMINISTRATION 

AppendixIV 

Interview Items to be presented to the sample 
Regional Education Head Officers, like, Inspectors, 

Head of Discipline Committees; P.T.T.I~:s 
Principals and Deputy Principals. 

The purpose of this interview is to gather additional 
information pertaining to a strategy for Managing conflict in the 
Primary Teacher Training Institutes of Ethiopia .. The above cited 
educational authorities are kindly requested to share their 
experiences and suggestions upoon the problems stated below. 

Thank you for you 
kindly Cooperation in 
adv ance! ! 

I. BACKGROUND INTORMATION OF THE INTERVIEWEES 

1.1. Age ________ _ 
1.2. Sex 

------

1.3. Academic Qualification _____________ ___ 
1.4. Fields of Specialization ____________ __ 
1.5. Years of Experiences _______________ __ 
1.6. Present Positions 

-~~~-~~-~~77--------

1.7. Name of the Regional Education Office ____ _ 
1.8. Name of the Sampled Intstitute _______________ __ 

II. THE INTERVIEW QUETION ITEMS 

2.1. Do you expect that the existance of conflict in 
the institute? 

2.2. I f you admit its existence in the institute, 
please identify the types or levels of 
the conflicts. 

2.3. Which type of conflict was frequently occrred in 
the institute. 

2.4. What were the major conflict generating factors 
for each types or levels in the institute? 

2.5. State the type of mechanisms used for the 
resolving conflicts in the institute. 

2.6. Describe the discipl inary measures which were 
taken by the institute and/ or higher educational 
officials. 
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2.7. Among the staff which social groupings were more 
prone to conflict. 

2.8. What were the changes that brought up with 
conflict in the institutes. 

2.9. Were there studies or reports carried on the 
conflict and its managment in the institute? 

2.10. Do . you have any suggestions on the applicaltions 
of the traditional intervention tactics in 
managing conflict by the institute? 

2.11. If you have additional suggestions or comments 
regarding the types of conflict situations and 
the mechanisms of the strategy of managment, 
please state them in brief. 
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ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

FACULTY OF EDUCATION 

DEPARTMENT OF EDUCATIONAL ADMINISTRATION 

Appendix v ~ 

General Survey on the Selected individuals ... case Studies in 

the Institutes 

The purpose of the selected individuals file case studies 

is to sUbstantiate the data for pertaining to.a strategy for 

Managing Conflict in the Primary Teachers Training Institutes 

of Ethiopia. Thus, the following maj or factors for 

investigations are stated. 

factors for the case studies: 

1. The time when conflict existed in the institute. 

2. The types or levels of conflict that was appeared in 

the institutes. 

3. Main factors that generate conflict. 

4. Methods that were used for resolving the confl ict 

stitutations. 

5. Measures that were taken to manage conflict by the 

institute's authorities 

6. Measures that were taken by the respecti ves higher 

educational authorities 

7. Major consequences of conflict and its managment that 

have been brought up into : 

7.1. constructive aspects, 

7.2. destructive aspects. 
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TAB L E 13.1

High Degree of Oc cure.n ce s of the Conflict Generating Factors
in the P. T.T.I.S

Variables'

Group

. Mean Standard

Score Devi~tion

Mean Rated Scores T-pro.

bilityNe SeSt. oft Al
Co.No
____________________________________________ ~~~_5 __ ~ _
I INrRAPEROONALCXIDLIcr, "
1.1 AcadEmic staff

Administrative
1.2 AcadEmic Staff

AdEministrat ive

1. 3 Academe Sfaff

administrative Staff

3.040
2.92
2.02
2.03
3.24
3.06
3012

3.27

2.99
3.51

3.11
3.30

1.4 Academic "

Administrative "

1.5 AcadEmic "

AdEministrati ve "
1.6 AcadEmic "

Administrativ "

II IN'IERPERSCNALCCNFLICT

2.1 AcadEmic Staff

Administrative

2.2 Academic staff

Administrative staff

2/3 Academi.c "
Administrative "

2.4 AcadEmic "
Administrative "

2.5 Academic. "
Administrative ".-

2.50
2.81

3.39
3.18

2.41
1.98
2.74
2.49
2.86
3.43

0.80
0.76
1.02
1.12

0.60
0.73
0.84
0062
1. 07
0.74
1.11

0.65

0.213

0.99
v
V'
V
V 0.11

ov
V
V 0.11

1.13
0.88
0.91
1.06

1.06

0.97
0.99
1.13

1.17
.0.65

0.02*
-.

Q.09

0.07

o~o
*

Key: 1) Every variable cOl!it;t number corresponds to the conflict
generating factor which is available in Appendix. I~I

2) (V) Sing shows for those conflict generating factors

which consist high degree of occurences (c'~f > 3.00 mean

s<:ore) 5

(st at i st i cal l~ C1.. 'J" L _,-' c:t. .)1 13 .;.'~ .,i"i "
,- , 1 r1,r'\rv-

" '.(!',:, < d it f cr ence s .s co r e )

.- .: ,)·--t.::: often /(1 =alwa\'"
, I
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TABLE 13.2

High Degree of Occurences of the Conflict Generating
Factors in the P.T.T.IS

Vari-
able
No

Standard Mean Rated
Deviation, . sco,res~~t.Oft______ ---- ~ ~~3 i 4

Group

3.1
III INTRAGROUP CONFLICT, .
Academic staff
Administrative staff

3.2 Academic II

:Ademinist rative II

3.3 Academic II

Administrative II

3.4 Academic II

Adminjstl'ative II

3.5 Acs.d em i o-, .. -i , ,h II

Administrative II

3.6 Academic II

Administrartive II

IV INTERGROUP CONFLICT,
4.1 Academic Staff

Administrative II

4.2 Academic II

Administrative II

4.3 IIAcademic
Administrative II

4.4 Academic II

Administrative II

Academic II

Administrative II

Mean
Score T. arFtproratt5 lllty _

I

2.14 0,'95
2.05 1. 08 8.47

"2.53 1. 22
2.86 1. 41 1. f)4'7'

*3.26 0.15 V
2.28 L15 '). f) * *1. 78 1. 01
2.64 0069 ;).0 *
2.50 0.97 11

1. 67 LOR 0 ,*
8'1:63 O:~~ . ,

1 .74 1. 07
0.40

. 3 ~

2.08 0.89
2.00 0.98
1. 9 6 0.87
1 •.·80 0.96
3:24 0.85 V
2.22 1.15
2.73 0.56
2.05 0.98
2.82 0.75
2.83 0.68

0.50

J.17
l. 2-

0 *
). 4 ~

0 * 0.0

0.94
(). 1

0.7Key:l) Every variable code number corresponds to the conflict
generating factor which is available in Appendix'~1i

2) (~) Sign shows for those conflict generating factorswhich
co nsi st:: high degree of occurences (cf > 3.00 mean scores)

3) *: P<0.05 (sta~~stjcally significant mean differpnCAs scores)

8.9

14)
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Key: 1) Every Variable code number corresponds to the conflict 

generating factor which is availlble in Appendix III 

2 ) ( ~ ) Sign shows for those conflict resc\~\~~ M~~h~~~S 

which consist 0 f high degree of applications (C.M >3.00 

mean scores) c.m.: co nflict management mechanism. 

3) *p < 0.05 (statistically singnificant mean difference 

scores) 

4) Ne = Never, Se= seldom, st. = sometimes oft.= often_an~ 

Al = Iaways 
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