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Abstract 

The study aimed at investigating leadership behaviours adopted during conflict 

resolutions in mining production teams in the gold mines Carletonville. The objectives of 

this study were to determine if leadership behaviours influence conflict resolutions in 

mining teams and also investigate the type of leadership behaviours mostly adopted in 

mining production teams. Lastly, the study explained the issues leading to conflicts ion 

mining production teams. The qualitative research method was applied to achieve the 

above-mentioned objectives. Interviews of a semi-structured nature were administered 

to eleven participants at a selected gold mine in Carletonville. Results from this study 

showed that the response and absence of top management constitutes management’s 

responses to conflict resolution among employees in gold mining production in 

Carletonville. In addition, the results showed that the different leadership behaviours are 

used in conflict resolution among employees in gold mining production teams in 

Carletonville. The leadership behaviours and styles used in conflict resolution among 

employees are autocratic leadership, laissez-faire leadership, transactional leadership 

and transformational leadership. The study found that the majority of employees prefer 

transformational leadership behaviour during conflict resolution in the mine.Finally,, the 

study found that dispute over bonuses, lack of motivation, merely autocratic leadership, 

merely transactional leadership, and poor ground conditions are the major issues 

leading to conflicts among gold mining production teams. Consequently, the study 

recommends that autocratic leadership behaviour should be avoided in gold mining 

production teams. Transactional leadership behaviour should not be overused in gold 

mining production teams while transformational leadership behaviour should be 

encouraged. The study also recommends that the managers must attend courses and 

webinars focusing on competencies such as emotional intelligence, inspiring 

employees, and sharing the organisations vision with the employees. 

 

KEY TERMS: Conflict resolutions, transformational leadership, transactional leadership, 
laissez-faire leadership, autocratic leadership and gold mine. 
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Definition of KEY concepts 

Leadership: “Leadership is a process whereby an individual influences a group of 

individuals to achieve a common goal”  

Transformational leadership: style of leadership that is made up by the change of 

workers and association in their requirements, goals, measures and morals  

Transactional leadership: it is the type of leadership that is concerned about 

rewarding the employee for doing the job  

Laissez- Faire leadership: Is associated with an absence of leadership, where there is 

no decision making and the leaders disregard problems also does not want to be part of 

the team  

Autocratic leadership: This can be defined as the leadership whereby the leaders 

make all the decisions and the employees do not take part in the decision been made  

Conflict: It is an outcome whereby a team does not have an agreement in terms of 

what they believe, goals and thoughts  

Conflict Resolution: It is a route of finally coming to an agreement after a quarrel or 

disagreement 
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1 Chapter One: Introduction 

1.1 Chapter overview 

This chapter introduces the study and gives an overview of the study. This chapter, 

therefore, presents the study outline as follows, the background to the study, the 

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

chapter divisions of the entire dissertation and the last section concludes chapter one 

and introduces chapter two on the literature review of this research study. 

The mining sector plays a critical role in growing the South Africa’s economy (Phakathi, 

2017). The growth can either be directly or indirectly regardless of the global and the 

socio-economic challenges dictated by the competitiveness and production over the 

years (Phakathi, 2017). Gold mining contributes towards the country’s gross domestic 

product (GDP); however, it has shown a significant decline in gold production in recent 

years. Statistics indicate that there is a decline in gold production over the years, as 

shown in Figure 1-1: 

 

Figure 1-1: Monthly gold production index, 1980-2015 (Statistics South Africa (2015) 



 2 
 

For the past years, South Africa was known as the leading gold producer in the world. 

However, gold output has shown a significant decline over the years, leading to 

believing that the sector is a ‘sun-set industry’ (Phakathi, 2017). Some of the 

contributing factors to the decline in gold production includes the rising  production 

costs, escalating wages, expensive electricity, workers’ strike and unrest, and 

leadership crisis. 

During the year 2018, mining contributed R351 billion to South African’s GDP and it 

increased to R360.9 billion during the year 2019 (Minerals Council, 2019). The 

employment rate has continued to decline since the 1980s, whereby almost 95,130 

employees are currently employed (Minerals Council, 2019). The national output gold 

production fell from 1000 tonne in 1970 to 130 tonnes in 2018 (Gopaul, 2019). 

Deep level gold mining is exceptionally labour-intensive with personnel from various 

educational training, culture, and countries. Along these lines, leadership assumes a 

critical role to ensure that the mine accomplishes its mission. The field of leadership as 

a study in the business investigation is significant. There have been a critical change 

post-politically sanctioned racial segregation years and as a result, the mine 

management embraced a domineering, oppressive and unfair leadership style 

(Phakathi, 2010). In that era, the mine leaders were found to be giving individuals 

guidelines and instructions on carrying out the responsibility dictated without being 

questioned. Recently, the process has changed because individuals know their 

priviledges through their training and educational background. There are also labour 

organisations who represent the employees incase of employer/employee labour 

disputes. Motivated leaders who can stir the workers, investors, and government 

officials are required in gold mining sectors. 

In the mining industry, working as a team is inevitable. Therefore, the kind of leadership 

plays a significant role in the day to day running of the organisation. The mining 

department constitutes of a General manager, Production Manager, Section managers, 

Mine overseer, Production supervisors, Miners, Team leaders, and General labourers. 

Misunderstandings or conflicts are common in most organisations, especially when 

people have different thoughts or perceptions. This study came up with diverse 
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submissions concerning the advantages and disadvantages of conflicts, which can 

either be beneficial or non-beneficial to the organisation. One of the contributing 

variables concerning conflict is, working in a group, absence of correspondence, 

consistent change, and diversity. Conflicts may affect mining production in either a 

positive or negative manner. The leaders in the gold mine are confronted with managing 

workforce from various backgrounds, societies, ages, and races. Consequently, the 

mannner how they deal with these conflicts ought to be helpful to both the organisation 

and the employees. 

1.2 Background  

Leadership is a significant organisational dimension that has been increasingly 

prominent and acknowledged as a critical structure for effective and ineffective South 

African and global organisations (Mahlangu, 2015). The role of leadership in any 

organisation should not be overlooked because it plays an extremely critical and 

essential role in providing guidance and direction to achieve the organisation’s strategic 

objectives (Hedley, 2018). Leadership also plays an essential part of the social 

relationships between individuals outside of the corporate world. The implementation of 

sound leadership principles often leads employees in an organisation to realising what 

is expected of them regardless of their role. It also allows employees to feel deeply 

committed to achieving the corporate goals and organisational objectives (Chan, 2012). 

One of the well-researched areas in human history is the subject of leadership. It 

originated long back when people began to understand the critical role of leaders in 

various facets of life, such as politics, governmental issues, foreign policy, and war. 

Scholars in the past have devoted so much time and energy to this subject to bring 

improvement to leadership practices. A lot of money and time has been invested in 

educating management on leadership styles and dealing with production teams. 

A corporate diagnosis of the organisation associated to falling revenues, high staff 

turnover, a hostile market environment reception, and a weak organisational reputation 

against the backdrop of the gold mine. Ttherefore,this study seeks to connect linkages 
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in leadership behaviour that are adopted during conflict resolutions in mining production 

teams. This study explored this phenomenon focusing on investigating the leadership 

behaviours adopted by senior-level mining employees towards middle and lower-level 

employees during conflict resolutions. 

1.3 Statement of the problem  

The output of gold production has significantly declined over the years (Phakathi, 2017). 

Some of the contributing factors to this decline include the rising costs of production, 

escalating wages, expensive electricity, workers strike and leadership crisis. 

Transformed leaders, employees, investors, and government officials are required in 

gold mining sectors to achieve their targets. In the mining industry, working as a team is 

inevitable; therefore, leadership plays a significant role in the day to day running of the 

organisation. Misunderstanding or conflicts are common in any organisation due to a 

number of reasons including some mentioned above. The mining sector in South Africa 

has been experiencing labour strikes over the past years (Rapatsa & Matloga,2014). 

Workers in South Africa have tended to oppose the view the top management of their 

companies as foreign in terms of compensation. They have often called for increased 

government control of some sectors of the economy (The Star, 2014). Many 

international companies have overly complex corporate headquarters and subsidiary 

relationship following mergers and acquisitions which may increase the leadership 

challenges they are facing in global markets (Hodges & Martin, 2012). International 

markets have different cultures which tend to shape people’s view on what is deemed 

as effective organisational leadership (Pauline, 2012). 

In a typical gold mine in South Africa, senior managers, especially managers such as 

general managers and production managers usually work on a contractual basis for a 

period of five years. They are rotated by placing them in another operation or 

department. Consequently, this puts them under pressure to attain their targets and 

meet the expectations of the executives. The managers,in turn start, exerting pressure 

on the employees by adopting different leadership styles that will ensure that they 

achieve their targets. 
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Furthermore, the leadership style can either have a positive or negative impact when it 

comes to conflict resolutions which ultimately affect the productivity of the mine. The 

type of leadership, a manager,possess plays a critical role in the conflict resolution. 

Conflict approaches become efficient when the manager has the wisdom and human 

capability (Wilson, 2014). Therefore, the study investigates the leadership behaviours 

adopted on conflict resolutions in mining production teams focusing on a gold mine in 

Carletonville as a case study. 

1.4 Research questions  

The general research question for this study is formulated as follows: “What are the 

leadership behaviours adopted in conflict resolution with a focus on gold mining 

production teams in Carletonville?” 

The following specific research questions were formulated from the general research 

question as follows: 

1. To what extent do leadership behaviours influence the conflict resolutions in 

mining production teams? 

2. What are the types of leadership behaviours adopted in mining production 

teams? 

3. What are the issues that lead to conflicts within the mining production teams? 

1.5 Research goal 

The main goal of this research was to investigate the leadership behaviors adopted on 

conflict resolutions with a focus on gold mining production teams in Carletonville. 
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1.6 Research objectives  

The objectives of this research were as following: 

1. To determine if leadership behaviours influence conflict resolutions in mining 

production teams. 

2. To investigate the type of leadership behaviours that are mostly adopted in 

mining production teams. 

3. To identify and explain the issues leading to conflicts in mining production teams. 

1.7 Overview of the research methodology 

Research design focused on what the researcher was trying to acomplish in terms of 

goals, aims, and purpose, with the realistic constraits of the budget and time, and the 

flexibility of the researcher (Almaki, 2016). A qualitative method approach  was adopted. 

One of the reasons for adopting this reasearch methodology was to get different 

insightful views on the leadership behaviours adopted during conflict resolutions in 

mining production teams with a focus on a gold mine in Carletonville. 

1.7.1 Population/ sampling 

The population of this study included senior, middle, and lower level gold mining 

production teams in Carletonville. The first step was to identify the employees that will 

participate in the study. To gather the eleven (11) participants for the interview, the 

researcher selected mining production employees that were able to provide the most 

useful information. The sampling strategy adopted during the study was a convenient 

sampling strategy. 

1.7.2 Data collection 

The researcher works in the selected gold mine. A permission letter was sent via email 

to the general management and the human resource manager to ask for permission to 

conduct the study. The researcher explained to the participants that their participation is 
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entirely voluntary and that there will be no mention of their names and surnames. The 

participants were named by their interview code and they had to sign an informed 

consent form which was explained to them. 

 Data collection was in the form of asking the participants semi-structured questions 

which did not take more than 30 minutes. Permission was asked to record the interview. 

The interview questions were made up of Section A included the biographical 

information of the employees, Section B was the leadership behaviour and 

characteristics. Lastly, Section C was about the conflict resolution. 

1.7.3 Data analysis and interpretations 

Data collected was coded using thematic analysis and interpretation. The thematic 

analysis deals with information from respondents to categorise major themes, collective 

concerns, and summarise the respondent’s insights. The researcher did transcriptions 

of all recorded interviews. Data was analysed using recognising themes, coding, 

classifying evidence, and clarifying familiarities. Matches and different views were 

noted. To achieve this, the researcher captured all the interview transcripts into the 

NVivo 12 qualitative data analysis programme (Qsrinternational, 2020). 

1.7.4 Ethical considerations 

Ethics are the guidelines or rules of behaviour that differentiate between right and wrong 

in a study process conducted by the researcher and pursuing universal ethical 

requirements of research issues (Trochim, 2012). They help assess the distinction 

between appropriate and inappropriate behaviours. The relationship between 

researchers and the individuals participating in the study is mainly concerned with 

research ethics. 

Ethical approval had to be obtained before any data collection was done. Ethical 

permission was obtained from the North West University. The researcher made it clear 

that the study is voluntary, explained what the study aims to achieve and the procedure 
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that must be followed. According to Bryman and Bell (2007), the following three ethical 

standards were used to adhere to professional guidelines and ethics applicable to the 

report. 

According to Grove et al. (2015), the researcher must reveal relevant details to all 

prospective study respondents. To ensure that they decided to participate willingly in the 

study, the respondents were issued an informed consent document to sign. By signing a 

copy of the informed consent form, the study participants indicated their informed 

consent. The informed consent form addressed the respondents' rights, which included 

the right to refuse to answer questions they found intrusive and inappropriate, and the 

right to leave the study interviews at any time when they felt uncomfortable. The 

researcher also requested permission for recording the interviews. 

The analysis was designed to ensure that none of the respondents during the data 

collection process were injured. The damage alluded to, in this case is physical as well 

as mental. It is the researcher's duty, according to Sarantakos (2013), to ensure that the 

study does not require any procedures that would hurt respondents. Sarantakos (2013) 

added that other types of damage that researchers should pay attention to include both 

legal and mental damage. The interviews were performed in both the respondents' 

offices and the researcher's office, and there was nothing likely to cause any physical 

harm. The questions asked during the interviews were about the leadership behaviors 

and conflict resolution and they did not require respondents to leak or disclose sensitive 

company information that would result in any legal consequences or mental destruction. 

The study also ensured that the confidentiality and privacy of the respondents were 

protected. Research confidentiality can be described as ensuring that unauthorised 

individuals do not access data collected from a research respondent (Sieber, 2014). 

Research anonymity, on the other hand, is characterised as the degree to which the 

reader of a research paper perceives a research respondent to be unknown or 

unspecified (Amichai-Hamburger, 2013). Readers of the research report must not be 

able to identify which specific respondent contributed to what information. 



 9 
 

 

The confidentiality and privacy of the respondents were maintained by not requiring the 

respondents to include their names and any other details that could lead to their 

identification in the finished research study. Sarantakos (2013) stressed that 

researchers should stop breaching the privacy of the respondent in all circumstances. 

Information gathered from the study will be kept in locked cupboards for at least two 

years and thereafter it can be disposed of by shredding all the documents to maintain 

the anonymity of all the participants and safeguard the integrity of the research. 

1.8 Research contribution 

The study seeks to come up with an executive template and management blueprint that 

will work as a guiding framework on leadership for executives and managers and the 

ideal leadership behaviour applicable during conflict resolutions. As realistic leadership 

principles will be given, other fellow researchers in management disciplines, 

government, and quasi-government organisations that have perennial challenges from 

powerful managers will also benefit. The research also aims to add to the body of 

knowledge in the field of leadership and to recognise gaps in the study performed by 

other leading scholars and how leadership links to conflict resolutions focusing on a 

gold mining company. This will assist in gaining a stronger understanding and a clearer 

picture of leadership and its various tenets. 

1.9 Dissertation organisation 

Chapter 1 - Introduction and background of the study: This chapter gives an 

overview of what the study is all about which includes the introduction, problem 

statement, research questions, objectives, research methodology, limitations, and 

layout of the study. 

Chapter 2 - Literature review 
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This chapter presents the literature review. Leadership, leadership styles, and 

behaviors, conflict resolution will be discussed. The link between leadership and conflict 

resolution will also be discussed. 

Chapter 3 - Research methodology 

The type of technique that was used in the study is described in depth in this section. 

The qualitative method methodology was followed in this review. It also demonstrates 

how the research was performed, describing the process of sampling, population, unit of 

analysis, data collection, and procedures for analysis. 

Chapter 4 - Discussion of findings 

This chapter presents all the findings and data obtained from the interviews. In this 

chapter, thorough discussions and findings are discussed. The knowledge provided by 

the participants is interpreted to make sense of the results that also help to address the 

research questions. 

Capter 5 - Conclusion and Recommendations 

This chapter outlines the conclusion and recommendations. 

1.10   Chapter summary 

The chapter introduced the research and its context on leadership behaviors and how it 

is adopted during conflict resolutions. The background of the organisation’s case study 

was described, and the research question mapped out. The study outlined its research 

objectives that seek to ascertain factors influencing leadership behaviours adopted 

during conflict resolutions with the main focus of a selected gold mine in Carletonville. 

The study established to determine gaps in the Gold Mine’s leadership behaviours that 

are adopted during conflicts resolutions and the provision of recommendations on 

improving Gold Mine’s leadership approach towards improving productivity and conflict 

resolutions in mining production teams, Carletonville. The second chapter discusses the 

literature about this research study.  
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2 Chapter Two: Related Work 

2.1 Chapter overview 

In this chapter a detailed explanation of the related studies and works is given. The 

chapter further discusses the literature about how the South Africa mining sector has 

contributed towards the socio, political, and economic landscape of the nation at large, 

different leadership behaviours in the selected gold mine, and the concept of conflict 

resolutions. 

The mining industry was the backbone of the country’s economy for decades (Minerals 

Council, 2018). For example, our current economy is different as compared to the 

1980s economy (Statistics South Africa, 2017). During 1980, mining was the second 

most compelling industry and contributed 21% towards the gross domestic product 

(GDP) (Statistics South Africa, 2017). However, the mining industry contributed only 

14.4%, which was reported in the second quarter of 2019 (Statistics South Africa, 

2019). 

In 2014 and 2015, the industry faced difficult times resulting in declining profits. The 

following factors, such as the rising cost of incomes, stoppages of mines, low production 

levels, labour unrest, and low commodity prices contributed to this decline (Phakathi, 

2017). Some of these factors had a negative impact on the mining industry and includes 

the policy uncertainty and the mining regulations that are not clear to the investors, the 

slow growth in the economy, and business creation (Phakathi, 2017). Since mining 

contributes towards the country’s GDP, the decline in mining can have an impact on job 

loss and the negative growth of the economy in general. The sector has gone through 

economic pressure as shown by a decline in employment during the 1980s, whereby it 

used to employ 800,000 employees (Phakathi, 2017). Output decreased by 1.6 percent 



 12 
 

in 2018 compared to 2017, down from 3.9 percent in 2017 (Statistics South Africa, 

2018). 

The key mining facts about mining according to the Minerals Council (2018) 

 During 2018, the mining sector contributed R351 billion towards the economy of 

the South African economy 

 The mining sector provided 456,438 people with employment during 2018. 

 A mining employee has about seven to nine people that depend on them for 

survival. 

 Over several years, the mining industry has drawn important foreign direct 

investment to South Africa. 

The theory about the study and an integrated conceptual thought for the case study will 

be discussed in detail in this chapter’s latter parts.  

2.2 Gold mining in South Africa 

Gold has been mined in South Africa for over 120 years (Caincross and Kisting, 2016). 

It has proven to play an important role in the world's financial system, and  this includes 

in the past and recent times (Caincross & Kisting, 2016). South Africa was the leading 

producer of gold in the world which produced over 1000 tons in 1975, but the production 

has steadily been decreasing by over 200 tons in recent years (Caincross  & Kisting, 

2016). In 2009, South Africa was surpassed by China as the leading gold producer in 

the world and it is ranked fifth after China, Australia, Russia, and the United States of 

America (Neingo & Tholana, 2016). The employment levels in the gold sector 

decreased from 400,000 jobs in 1994 to a mere 100,000 in 2016 (Phakathi, 2017). This 

is evident that there has been a steady decline in the employment levels in the gold 

sector. In 2005, the platinum sector surpassed the gold sector as the leading employer 

in the mining sector (Phakathi, 2017). 
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Amid South Africa’s historic contribution to the gold mining sector for both the national 

and international economies, the sector is faced with a wide range of technological, 

legal, social, and operational problems, which indicates that South Africa is losing 

momentum in the international gold mining industry (Neingo & Tholana, 2016). Despite 

that, issues are affecting the gold sector globally, South African gold also faces its 

challenges (Neingo and Tholana, 2016). These challenges include increasing 

production costs, mining methods, and the depth of mining, labour issues, gold decline, 

and lastly political, social, and environmental issues (Neing and Tholana, 2016). These 

challenges put pressure on both workers and the management who are working in the 

sector (Maré, 2007). The decline of gold productivity calls for leadership of the highest 

level (Maré, 2007). 

2.3 Leadership 

Leadership can be defined as “a process which unifies a diverse group of people to 

work effectively as a team toward a common purpose under varied and often difficult 

conditions, through the elimination of scapegoating, the maximisation of mediation, and 

the judicious use of power” (Høigaard,Jones & Peters ,2008). Every organization wants 

to grow and maximize its profit hence effective leadership skills for the organization are 

especially important to be able to achieve goals. Leadership plays a significant role in 

any organisation. Leadership also depends on how big or small the organisation is and 

the type of organisation such as in the private sector or public sector. In an ever-

evolving and highly competitive climate, the work of a manager and his leadership style 

is of utmost importance (Dunham-Taylor, 2000). The survival and the growth of the 

organisation depend on how bad or good the leadership is, which means positive 

leadership results in good job performance and negative leadership results in bad job 

performance (Drescher & Drescher, 2017). Leadership is about a leader having an 

impact on the followers so that they can accomplish a mutual goal (Northouse, 2015). 

The gold mining industry is exceptionally labour-intensive which means it requires 

decisive leaders who can be able to manage the employees so that they can be able to 

achieve their targets. The industry is diverse which includes employees from different 
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backgrounds, races, gender, and cultures. “It is of importance for leaders to be 

equipped with appropriate skills and empowered to effectively lead the company, 

however, it is also important, for them to lead by example and impact employees' 

performance through effective leadership and staff engagement,” says Cawood (Anon., 

2019). Cawood further states that the leader is inseparably connected to the culture of 

the organisation, inspires the employees of the organisation which at the end of the day 

have an impact towards the performance and productivity of the employees (Anon., 

2019). 

2.4 Leadership behaviour 

Leadership behaviour is a complicated problem and some may argue that the concept 

of leadership itself is ambiguous (Oshagbemi & Ocholi, 2013). Therefore, there are as 

many meanings of leadership as there are many researchers who have tried to explain 

the topic (Bass,1990). Leadership behaviour play a vital role in the development of 

effective organisations (Larsson & Vinberg, 2010). The behaviour of the leaders in a 

workplace plays an important role in employees as it has a substantial impact on the 

performance of the employees and how the conflicts are resolved. 

There are three types of leadership behaviours, which the task, relation, and change 

orientated (Yukl, 2013) and (Yukl et al., 2002). Extending the Yukl concept, leader 

behaviours were also grouped into Task-oriented, Relational-oriented, Change-oriented, 

and Passive Leadership (laissez-faire leadership) was also included (Derue et al., 

2011). 

2.4.1 Task orientated leadership behaviours 

Task orientated leadership is behaviour which is classified under transactional 

leadership (Bass & Bass, 2008). Such leadership is mostly about reaching or achieving 

the targets (Holloway, 2012). Leaders help their employees meet their objectives by 

defining assignments, specifying evaluation requirements and procedures, giving 

directives, setting deadlines, and explaining how the goals are accomplished. 
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(Holloway,2012). Task orientated is about having clarity of the work that needs to be 

done and by whom, observation of job efficiency and short-term preparation (Yukl et al., 

2009). 

2.4.2 Relation orientated leadership behaviours 

This leadership behaviour is more concerned with establishing a close, collaborative 

relationship (Holloway, 2012). This requires a two-way contact approach to provide 

psychological and moral encouragement so the employee feels confident about 

themselves, their fellow workers, and their circumstances (Northouse, 2010). Relation 

orientated leadership behaviour includes roles and objectives clarification, monitoring 

individual performance and operations, and short-term planning (Yukl et al., 2009). 

Clarifying behaviour involves assigning roles, defining work roles, and setting 

performance standards (Holloway, 2012). Monitoring behaviour requires monitoring 

progress and how good the work is (Holloway, 2012). Planning behaviours is about 

knowing what the employee needs and how to incorporate their needs so that the goals 

and objectives of the organisation can be achieved (Holloway, 2012). 

2.4.3 Change orientated leadership behaviours 

Change-oriented leadership behaviours usually involve those that are part of the 

strategic management area, such as environmental awareness and seeking new ways 

to profit from environmental developments (Chathury, 2008). This is the type of 

leadership behaviour that contains the following sets of behaviour: observing the 

climate, promoting creative thinking, illustrating the need for change, hoping to create 

change, and taking personal precautions (Gill et al., 2005). This is perceived as one of 

the most challenging leadership behaviours in terms of responsibilities (Yukl, 2006). 

2.5 Leadership theories 

So far as the leadership is concerned, in their attempts to define the term, many 

researchers and theorists have established different theories and approaches (Dlamini, 
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2018). It is believed that leaders are made but not born, however, it is increasingly 

recognised that to be a successful leader, one must have the expertise, the skills, the 

dedication, the courage, and, most importantly, the ability to compromise and 

collaborate with others to achieve its objectives (Amanchukwu, Stanley & 

Ololube,2015). Thus, good leaders are made, not born (Amanchukw et al.,2015). There 

is a difference between a leader and a non-leader and this depend on the behaviour 

and characteristics of an individual. This section includes a review of the popular 

theories and approaches to leadership. 

2.5.1 “Great Man Theory” 

The writings on leadership began with the ancient theory of "Great Man", which 

expressed that leaders are conceived continuously and cannot be made. This theory 

also perceives men as only the generation that is capable of leading, whereby recent 

theory believes that an individual can be taught about leading people who depends on 

their behavioural patterns and qualities (Javed et al., 2014). The Great man theory 

assumption is that a leader has various characteristics that are not found among 

everybody. Sometimes these ideas view leaders as noble, mythical, and destined to 

take the lead when necessary (Amanchukwu et al., 2015). This theory was mostly 

based on men, and women were ignored. 

2.5.2 Trait theory 

Trait theory is also often called the "great man theory" as research into the theory 

started at a time when "leadership was considered to be the province of male" (Glynn & 

DeJordy, 2010). Between the late 1940s and early 1990s, studies on trait theory 

focused on isolating features and attributes that separated leaders from non-leaders, 

trying to understand "why certain people were great leaders" (Rowe & Guerrero, 2016). 

Trait theories also describe the unique personality or behavioural traits exhibited by 

leaders (Amanchukwu et al., 2015). 
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2.5.3 Contingency and situational theories 

Leadership contingency theories concentrate on unique external factors that may 

decide which leadership style is better suited to a specific job situation (Amanchukwu et 

al., 2015). No single leadership style is sufficient in all circumstances, according to this 

theory (Amanchukwu et al., 2015). The Leadership Situational theory explores how 

leadership differs from situation to situation (Bateman & Snell, 2007). Leaders should 

first evaluate the situation according to this model and then determine what they need to 

do (Bateman & Snell, 2007). Various leadership styles may be best suited for different 

decision-making styles (Amanchukwu et al., 2015). 

2.5.4 Transformational leadership theory 

The theory of transformational leadership, also known as relationship theories, is the 

most popular theory of leadership in which individuals will become leaders by 

preference through incorporating leadership skills (Govender, 2016). This theory is 

based on the connection between the leaders and the subordinates (Amanchukwu et 

al., 2015). Transformational leaders empower and encourage people by having their 

subordinates see the value and the importance of the task, and the leaders are centred 

on performing group members, and achieving their full potential as people 

(Amanchukwu et al., 2015). Transformational leaders are known to “engage in 

interactions with followers based on common values, beliefs and goals” and which has 

an impact on achieving the planned target (Nawaz & Khan, 2016). This leadership style 

handle subordinates differently and seek the growth of their moral principles, ethics, and 

abilities by giving priority to their job and struggle (Nawaz & Khan, 2016). 

2.5.5 Transactional leadership theory 

Transactional, also known as management theory, is mostly based on the rewards 

between the leader and his/her subordinates including punishments if targets are not 

achieved (Amanchukwu et al., 2015). Bass and Avolio (1994) found that transactional 

leadership “as a type of contingent-reward leadership that had active and positive 
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exchange between leaders and followers whereby followers were rewarded or 

recognised for accomplishing agreed-upon objectives”. This is the type of leadership 

whereby subordinates are rewarded when they excel in their work however, they are 

reprimanded or disciplined when they fail to achieve their targets (Charry, 2012). The 

goal of the transaction leader is to ensure that obstacles to the achievement of the aim 

have to be eliminated to achieve the specified objectives (Uzohue et al., 2016). 

2.5.6 Behavioural theory 

Behavioural leadership theory is based on the idea that great leaders are created, that 

they are not born (Uzohue et al., 2016). This leadership theory focuses on the 

behaviour of non-intellectual leaders or personality traits (Uzohue et al., 2016). The 

behavioural theory states that people will learn to become leaders through learning and 

evaluation (Amanchukwu et al., 2015). Groups under these kinds of leadership have 

been found to behave differently (Uzohue et al., 2016). Groups that are led by an 

autocratic leader will tend to work well however they will not be happy and impressed 

with how they are led which will lead them to be hostile (Amanchukwu et al., 2015). 

Democratically led groups perform as good as the autocratically led groups but however 

they are more positive, motivated, and do not express any hostility, furthermore, the 

results also show when the leader is not present (Amanchukwu et al.,2015). 

2.6 Leadership styles 

Memon (2014) describes the leadership style as a way to inspire and guide people and 

to execute plans. The leadership style approach is seen as a better way of leading 

organisations, groups, and departments (Mehmood & Arif, 2011). “Leadership is a 

process by which individual influences the thoughts, attitudes, and behaviours of others. 

The Leaders set a direction for the firm; they help see what lies ahead; they visualise 

what they might achieve and how to achieve it; they encourage and inspire the 

subordinates” (Hill's, 2008). 
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This research study adopted Hill's (2008) concept of leadership, that is to say, a well-

directed employee is a centred employee in terms of goals and organisational 

objectives, as individuals tend to understand policies, and methods, once we groom our 

employees, we give them the ability, the capacity to deliver and bestow their best on the 

organisation. Leaders personally determine their leadership style. If the style of 

leadership applied is positive and can provide a clear outcome to subordinates, it 

creates trust and encouragement for employees. In exchange, employee morale is 

improved, resulting in better performance of employees. Leaders must strive to achieve 

greater results along with supporters by working together.  

There are different leadership styles, including autocratic, transactional, bureaucratic, 

charismatic, participative, transformational, and laissez-faire which can be practical for 

any manager in a workplace (Gonos & Gallo, 2013). As mentioned in chapter one, 

transformational, transactional, laissez-faire, and autocratic leadership styles will be 

discussed in this research since they are relevant for the selected gold mine. 

2.6.1 Transformational leadership 

To transform means to change an object from one form into something different 

meaning from what was in existence. Transformational leadership is a type of 

leadership that is focused on changing the workers and organisational needs, aims, 

values, and morals (Rizi et al., 2013). Different studies have demonstrated that a 

transformational administration style adds to the prosperity of an organisation and the 

people who make up the organization (Bass, 1999), (Chun et al., 2016) and (Montanoet 

et al., 2017). On numerous occasions, transformational leadership has proven to be an 

exceptionally successful approach to lead in various organisations. Transformational 

leadership has an impact on work fulfillment (Braun, et al., 2013) and work performance 

(Wang et al., 2011). On the other hand, conflicts negatively impact and consequences 

in a work environment (De Dreu, 2008). 

Transformational leadership is an independent way of getting the leaders to make those 

they lead to be part of the decision-making process (Mihai, SchiopoiuBurlea & Mihai, 
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2017). This is the type of leadership where leaders identify themselves as representing 

the organisation and they focus more on motivating and encouraging the subordinates 

(Tepper et al., 2018). Mokgolo, Modiba and Mokgolo (2012) found in their investigation 

that taking part in transformational leadership can assist the line manager to deal better 

with the difficulties they face. Transformational leadership is made up of a mixture of 

various behaviours. These behaviours are made up of the “Four I's” which is idealised 

influence, inspirational motivation, intellectual stimulation, and individualised 

consideration (Long, Yusof & Kowanget, 2014). The behaviours are ideal but, 

leadership varies in the number of components used in transformational leadership and 

what scope they are engaged in (Kammerhoff, Lauenstein & Schütz, 2019). A 

transformational leader possesses one of the behaviours mentioned (Bass & Avolio, 

1995).  

Despite there being a lot of organisations using transformational leadership, there is still 

some criticism about its use (Beyer, 1999; Hunt, 1999 and Yukl, 1999). Yukl (1999) 

noted that the transformational leadership mechanism that is adopted at work was not 

clear, and there is no sufficient work that has been done to assess the effect of 

transformational leadership in workgroups, teams, and businesses. 

 Idealised Influence 

Leaders who are associated with leading by idealised influence are portrayed as role 

models in the workplace, and the subordinates look up to them (Kammerhoff et al., 

2019). In this measurement, subordinates evaluate their leader’s qualities according to 

power, personality, self-reliance, faith, regularity, and his capacity to impact those (Wan 

Omar and Hussin, 2013). The manner that a leader can demonstrate discipline, 

professionalism, and the manner of addressing issues are part of the idealized influence 

(Afshari, Bakar, Luan & Sirajet, 2012). 

 Inspirational Motivation 
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Under transformational leadership, leaders can motivate their employees by sharing 

common values and goals and communicate well with the employees on how these will 

be achieved by working collectively (Kammerhoff et al., 2019). This is the type of 

behaviour whereby the leader communicates to his subordinates a need to perform well 

and urges them to invest energy to achieve the mission and the objectives of the 

organisation (Wan, Omar & Hussin, 2013). 

 Intellectual Stimulation 

Leaders challenge their supporters mentally by invigorating and empowering them to 

come up with innovative ideas and new approaches to operating (Kammerhoffet et al., 

2019). A leader ensures that he trains the subordinates to take accountability for their 

actions, guiding them to follow a way of dealing with the problem and analysing them 

which at the end of the day they can come up with ideas and reasoning capacity for 

solving them (Ahmad et al., 2014). Intellectual stimulation needs a leader who is honest 

and open for criticism and has the capability of resolving the company's problems to 

increase the employee's value (McCleskey, 2014). 

 Individualised Consideration 

This is the dimension whereby the leader's job is to make sure that he understands the 

needs and individual values of the supporters (Kammerhoff et al., 2019). The particular 

attention which the supporters are getting from their leader makes them comfortable, in 

a workplace which creates a conducive environment while stimulating them to reach 

exceptional motivational levels (Ahmad et al., 2014). The leader can show respect and 

appreciation to each employee. This helps employees to gain self-esteem and self- 

fulfillment, which in turn motivates them to achieve their goals and further their progress 

(Odumeru & Ogbonna, 2013). 
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2.6.2 Transactional leadership 

Transactional leadership depends on the trade between a leader and the subordinates 

(Sayadi, 2016). There is a contractual agreement between the leader and his 

subordinate with an attendant reward for doing the work (Sayadi, 2016). Thus, 

transactional leaders assign what needs to be done and reward them for completing the 

task (Bass & Avolio, 1994). This leadership style is more worried about the procedure 

rather than innovative ideas (Odumeru & Ogbonna, 2013). According to Bass (1985), 

transactional leaders encourage the employees to get the work down by explaining the 

results, how to achieve the target, how the performance will be evaluated, updating 

them on the task performed, and giving unexpected rewards if workers meet the 

objectives. In the case of mining, leaders are concerned with how much of the target 

output the mining teams have produced. The leaders discuss the targets that must be 

achieved, i.e.  How many square meters the mining production teams must blast? The 

teams then have their daily, weekly, and monthly tasks assigned. 

The main focal point about transactional leadership is on the task required to be done 

and the rewards they will be given to the task allocated (Bass, 2015). Bass indicated 

that for a leader to be successful, he must have both transactional and transformational 

styles but to what extent? He concluded by saying the transactional leadership style is 

an easy type of leadership that a leader can adopt, unlike a transformational leadership 

style which tends to be more complicated. In mining, for instance, people are awarded a 

form of bonuses if they achieved their goals and are seldom motivated for the work 

being done. Transactional leadership emphasises strongly on the employee's physical 

and security requests (Koech & Namusonge, 2012).  However, Burns (1978) argues 

that there is a short-term relationship between the leader and the employees as the 

relationship is more focused on exchanging rewards. The relationship is more into 

rewards and based on transactions which can create resentment between the leader 

and employees. 
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Transactional leadership is made up of three components,which are Contingent 

Reward, Active Management by Exception (MBE-A) and Passive Management by 

Exception (MBE-P) are discussed below. 

 Contingent Reward 

The contingent reward is whereby the performance of subordinates is associated with 

bonuses depending on specific parameters which are made known beforehand (Koech 

& Namusonge, 2012). The contingent reward component of transactional leadership is a 

combination of a follower’s performance, together with contingent rewards (Bass, 1997). 

Leaders communicate with the followers about the outcomes of the work that must be 

done and the rewards that will be given when the work is accomplished (Yahaya & 

Ebrahim, 2016). A transactional leader discusses with the employees the rewards for 

performing their given tasks, they will be rewarded for completing the job, and also they 

will not be rewarded if the tasks or work is not completed (Yahaya & Ebrahim, 2016). 

 Active Management by Exception (MBE-A) 

This is where the leader assesses the performance of the employees and follows 

actions if the work is not completed (Bass, 1997). Active management by exception 

involves leaders worried about the work being done and observing ill-discipline (Wum et 

al., 2006). Leaders make sure they step in when the work is not done accordingly, and 

they take corrective actions (Bass, 1985). 

 Passive Management by Exception (MBE-P) 

This is where leadership is absent, and the leader only intervenes when things are out 

of control (Bass, 1997). In passive management by exception leadership, leaders tend 

to react to problems in a haphazard manner (Yahaya & Ebrahim, 2016). They tend to let 

the employees do the work and only interfere when the subordinate makes a mistake 

while doing the job (Gill, 2006).  
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2.6.3 Laissez‐faire leadership 

Laissez-faire (free rein) leadership is the type of leadership whereby the leader fails to 

make decisions, does not intervene, and follows up on problems that the subordinates 

may encounter (Gill, 2006). It is opposite to either transformational or transactional 

leadership because there is a lack of leadership and there is no strategic planning 

(Hinkin & Schriesheim, 2008). Most researchers have concluded that transformational 

and transitional leadership is responsible for job satisfaction and the company's 

effectiveness. Laissez-faire leadership on the other hand is believed to be ineffective in 

the workplace (Barling, Weber & Kelloway, 1996; Lowe, Kroeck & Sivasubramaniam, 

1996; Judge and Piccolo, 2004). The leader does not participate or provide updates on 

the tasks given to the subordinates, and there are no rewards for completing the work 

(Yahaya & Ebrahim, 2016). 

The laissez-faire leadership style contributes to employees being strained and 

demotivated (Skogstad et al., 2014). This leads to negative behaviour and has an 

impact on the productivity of the employees. The style does not create a conducive 

working environment whereby employees cannot raise their views, the roles are not 

clear, and this can result in negative conflicts (Schyns & Schilling, 2013).  

In contrast, a lot of studies have written about the positive and how self-management 

can contribute towards the organisation (Dlamini, 2018). Kern (2016) was in favour of 

laissez-faire leadership as it brings both the leader and his subordinates closer. Roles 

are not important, and this can create a conducive working environment where workers 

feel motivated. However, the danger for this kind of leadership is the creation of high 

levels of freedom, which is dangerous for mining production teams, particularly in the 

selected gold mine. Daily supervision and communication are needed so that the work 

can be done safely. 

It is argued that Laissez-Faire leadership should not be included and be compared to 

leadership styles such as Transactional or transformational leadership however it is 

often researched to evaluate its effectiveness in a workplace (Chaudhry & Javed, 2012). 
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2.6.4 Autocratic leadership 

Autocratic leadership behaviour is prevalent and is used by leaders in several 

organisations such as in the mining industry, and some institutions. A few believe and 

feel that this leadership should be adopted in companies as it saves time in doing the 

job and in getting employees to do their job (Fey, Adaeva & Vitkovskaia, 2001). The 

little contribution from the subordinates characterises this leadership style and all the 

decisions are taken by one individual (Chukwusa, 2018). Under autocratic leadership, 

the leader plans the task and how it will be done with little input from subordinates 

(Aminiet et al., 2019). The leader does not trust the employees, he believes in giving 

instructions, and he believes in motivating them by rewarding them for their work. 

Such a leader gives instructions, and their orders or instructions cannot be challenged. 

Targets are achieved when the leader is around, unfortunately, targets are not reached 

in his absence. Team members do not assume any roles for the task as they simply do 

what they are told. The orders come from the top management and are communicated 

to the lower-level employees to accomplish the tasks (Dalluay & Jalagat, 2016). Probst 

and Raisch (2005) added that autocratic leadership limits the potential of other 

members, making them withdraw and not share ideas with rest of the employees. This 

comes because of their negativity towards the job along with low levels of job 

satisfaction. 

However, autocratic leadership can be helpful when a decision must be taken quickly, 

and the leader lacks sufficient time to consult a large group of employees (Chukwusa, 

2018). Maqsood, Bilal, Nazir and Baig (2013) debated that in military encounters, the 

soldier prefers this type of leadership. The employees are more concerned about 

completing the task that they were given unlike having to decide. This can be beneficial 

to the company as a task will be done by experienced competent employees 

(Chukwusa, 2018). 
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2.7 An overview of conflict and conflict resolutions in a workplace 

Conflict is something that an individual cannot avoid in either a workplace or social 

setting (Sehrawat & Sharma, 2014). Conflict can be portrayed as “a situation when one 

individual disagrees [with] the thoughts and ideas of [an] other individuals” (Sandhu, 

Farooqi & Sajid, 2013). Conflicts can also be caused by different cultures, viewpoints, 

perspectives, and backgrounds leaving one of the parties feeling undermined or 

belittled. In the project environment, conflict can arise due to insufficient equipment, 

human and financial assets (Maley, 2012). 

At work, the conflict must be resolved or avoided as it can harm the company and affect 

the performance of the workers. One of the reasons that influence conflict to worsen is 

when the employees are not given clear roles in the company, and they are not sure of 

what exactly is expected from them. It is imperative for leaders to communicate with the 

employees the instructions and regulations of the company, to avoid any 

misunderstanding that can lead to conflict. 

Conflict does not only affect the performance of the employees, but also demotivates 

them as it is time-consuming. Effective leadership does not necessarily stop conflict 

from happening, but it can have a positive impact on resolving conflict from happening, 

but it can have a positive impact on resolving conflict when it arises ensuring there is no 

destructive effect (Chandolia & Anastasiou, 2020). Unresolved work conflicts give the 

impression that the management does not care about inappropriate manners and poor 

work performance of the employees (Awan & Saeed, 2015). Usually people perceive 

conflict as a stepping block in completing a project or by having a mutual objective 

(Obasan, 2011). Obasan (2011) asserts that the nature of the conflict determines how 

bad or good it can affect the team. 

Researchers such as Dirk and Park (2003) divide the conflict into at least three 

dimensions, namely; task conflict, relational conflict and the process conflict. Normally 

conflict takes place when there is some disagreement of interests and the different 

views of how to carry out a certain job or task (Barki & Hartwick, 2018). To explain 
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further, task conflict can be influenced by people with different suggestions or thoughts 

which can take place during their discussions and when they are excited with what is 

discussed among them (Abiodun & Omisore, 2014). This can be beneficial to the entire 

team because it gives them a platform to be able to air out their views or opinions of 

which other people or employees will not see it that way. 

 According to Sandhu et al., (2013), a relational conflict normally emanates from people 

with emotional defences, and where there are a variety of characters or behaviours. It 

can also lead to employees getting emotional, feeling uneasy, lacking trust, and being 

anxious This type of conflict takes place when there is an argument about how the work 

much be completed and the job roles of the people. 

For example, in a typical gold mine, the production teams naturally experience all 

variety of conflicts because the working teams are usually allocated tasks by their 

immediate supervisors, and the teams are diversified in terms of their cultures and race. 

Good conflict can be seen in a task conflict, where people can be able to share different 

views and a good decision is obtained. This can assist to increasing the productivity of 

the team, and good work performance is also expected. 

2.7.1 Sources versus causes of conflict 

For each organisation, it is very vital to find out the root cause and the sources of 

conflict (Abiodun & Omisore, 2014). On the other hand, the latest studies point out the 

circumstances that may lead to conflict, which can be a concern (Abiodun & Omisore, 

2014). Not all conflict is supposed to be eradicated but there should be a way some are 

resolved, thus enabling both parties to be happy. Some conflict is not supposed to 

reoccur as it affects the productivity and time of the employees. 

2.7.2 Sources of conflict  

Fajana (2000) differentiates between the two sources of conflict that involve internal and 

external sources.   
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 The internal sources  

 Factors that are intertwined within the charter of the company are referred to as internal 

sources. According to Fajana (2000), major prime factors of internal sources of conflict 

the opposing interest of the industrial actors. 

 The external sources  

This source takes place externally, which means they happen outside the organisation’s 

buildings (Abiodun & Omisore, 2014). This can be triggered when there is an argument 

regarding third-party intervention which can take one side or be unfair (Abiodun & 

Omisore, 2014). 

2.8 Differences in perception 

Things can be viewed differently by individuals. This means that different people have 

different views or opinions which indicate different meanings to the same stimuli. The 

opinion of a person becomes reality, and the results can lead to the foremost source of 

conflict. 

 The Nature of Work Activities - When somebody cannot complete the job 

because the job depends on the other person to do the job first then this can lead 

to conflict. In mining, for instance, a face cannot be drilled without installing 

support and making sure that it is safe. A miner must first declare the working 

area safe. Conflicts arise when people are pressed for time and they end up 

taking short cuts. This results in conflicts especially when the production 

supervisor comes and finds out that they are working in an area that is not safe. 

Also, if an organisation bases reward and punishment systems on performance 

levels, then the likelihood or potential for conflict within the organisation is even 

higher. 

 Limited Resources - Work teams can end up fighting when there are insufficient 

resources; they can use to get the job done. When there is a problem in 
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providing the work teams with resources, then the resources will be on-demand 

which can lead to conflict. Conflicts may arise when the work teams are short of 

the material that they use to support and make the working area safe. 

 Departmentalisation and Specialisation – If a person feels that there was 

discrimination in the way he was treated regarding policies and practices, prizes, 

or penalty systems, this can cause strain and create conflict. 

 Violation of Territory - Workers in a company eventually become committed to 

their job and their space of work. Also, people do not like ‘outsiders’ invading 

their spaces as in the case of an audit from other departments. An example of 

this is when the safety department audits the mining production teams, which 

might result in tension or suspicion from the mining production teams. 

 Environmental change - Conflict may occur when there are external 

environment changes in the company such as innovative technology, 

government involvement, increasing opposition, or changing standards. Another 

example is when management changes the clocking system and the access of 

the employees underground, this often leads to delays and employees become 

frustrated and most likely causing conflicts. 

2.9 Causes of conflicts 

Conflict may take place as a result of procedural or personal factors. Conflict is a 

symbol of divergent views on matters of mutual interest and how differences of opinion 

are expressed between executives and managers on the one hand, and staff and their 

representatives on the other (Henry, 2009). Abiodum and Omisore (2014) notes that 

these problems can be concluded as follows: 

 Specialisation - Workers have a habit of becoming experts in specific jobs or 

they know various tasks. If there are a lot of experts in the company this can 

create conflict because they have limited information on the job responsibilities 

amongst each other. 
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 Common Resources - Sharing resources are common in a work environment. 

Lack of or insufficient resources in the company have a major contribution when 

it comes to conflicts. Lack of resources causes each person who requires the 

resources to undermine the other person following their aims which leads to 

conflict. 

 Authority Relationships - In an organisation, there is a lot of tension especially 

when people do not prefer to be told what do by their management. 

 Roles and Expectations - Roles can be described as performance which is 

anticipated from an employee.  An employee can have more than one role in the 

company. The roles can be basics such as job designation, description of 

responsibilities, and the contractual basis between the employer and the 

employee in the company. 

 Jurisdictional Ambiguities - At the point when the lines of obligation in an 

organisation are blurred, jurisdictional ambiguities arise. This can lead to the 

conflict based on goals not being clear, rules, or work performance. 

 Interdependence - Conflict tends to rise if there is an escalating level of task 

dependence between two or more people. At the point when an individual need 

to rely upon another person to finish his/her errand, it gets simpler to accuse an 

associate when something turns out badly. 

 Goal Differences - In many times, conflict may escalate when departments in 

the company do not share the same vision and objectives. 

2.10  Conflict resolution strategies 

Conflict resolution types are the kinds of social actions that people display during a 

quarrel or argument (Posthumous et al., 2006). While it may be difficult to fully eliminate 

conflict from any organisation or institution, the conflict resolution styles used by 

participants in conflict management are very important to recognise and understand, 

since recognising conflict resolution techniques gives space for proper conflict 

management that is useful to the company or organisation (McKenzie, 2002).The 

management can assist the resolution of the conflict by hearing the employee’s side of 
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a story, concentrating on a group of benefits over individual acknowledgement, and 

attempting to make a bargain (Kazimoto, 2013). The capability of handling conflict is 

likely one of the most significant social skills and has become a need in the organisation 

(Sehrawat  & Sharma, 2014). 

 When management disregards working environment struggles, they communicate that 

unsuitable employment execution and improper conduct are satisfactory (Awan & 

Saeed, 2015) . Active leadership is important especially in the production line to 

manage conflict that may have an impact on productivity, especially in non-union shops 

without formal complaint systems set up (Voegtlin, Patzer & Scherer,2012). 

As indicated by Johnson and Johnson's (1996), Dual Concern Theory, it is accepted 

that parties in a conflict situation have two concerns: the worry of accomplishing 

individual targets and the worry of looking for a relationship with the other party. These 

two measurements allude as "relation" and "purpose". Because of the connection 

between these two measurements, five conflict resolution styles were developed: 

forcing, avoiding, accommodating, compromising, and collaborating (Johnson & 

Johnson, 1996). 

Thomas (1976) poroposed five notable conventional conflict-handling styles dependent 

on combinations of two significant measurements: how much a party attempts to fulfil 

their interests) called self- assertion) and how much they attempt to address the 

suspicions of the other party (called co-operation). 

2.11 Conflict management strategies 

Conflict can be perceived differently by people, especially on how they approach it, 

which means there is no single way to address workplace conflict (Bendl et al., 2017). 

However, the most appropriate conflict management technique will, for the most part, 

depend on the situation and parties involved. For example, the Thomas-Kilman conflict 

model states that there are five different conflict resolution styles or modes based on 

two dimensions: assertiveness, the level to which a person attempts to satisfy their 
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concerns; and cooperativeness, the degree to which a person attempts to satisfy the 

party’s concerns (Bend et al., 2017). 

 

Figure 2-1: Conflict modes: Bendl et al. (2017) 

Below are the five strategies explained into detail: 

 Competing 

This is on the left side because it takes a very assertive and uncooperative approach to 

settle the dispute. The target is to defeat the other side of the team. Often called the 

win-lose approach, it is power-oriented and only seeks to defend its position usually at 

the expense of others (Bryman, 2015). 

 Collaborating 

It is the holy grail of conflict management. This is put at the top right-hand side of the 

model because it is both assertive and cooperative. 
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 Compromising 

It is placed in the middle due to its both assertive and cooperative nature but only to a 

certain degree. 

 Avoiding 

This is positioned at the bottom left of the diagram since it is both non-cooperative and 

unassertive. People who avoid confrontation pretend that there is no such thing and 

hope that it will go away with time. 

 Accommodating  

This one is at the bottom right of the model because it is the most cooperative, but also 

the least assertive. Also known as "harmonising" or "peacekeeping," it is characterised 

by giving in to the demands of the other side, without any respect for individual concern. 

There are various theories that can be applied to conflict resolution management. 

Burton (1990) highlighted the three models which are: human needs model, conflict 

transformation model and cooperation and competition model. The three models will be 

discussed below: 

 Human needs model: Human needs theory proposes that all humans have 

certain basic universal needs and that when these are not met, conflict is likey to 

happen (Bend et al., 2017). According to Burton (1990) this theory touches on 

personal issues and group security issues, such as identity and recognition, as 

well as the sense of control over political processes. This model highlights that 

the power of human needs is greater than the military might. Burton (1990) 

suggested that the means to resolve conflicts lies in the resolution of frustrated 

human needs, not human lawlessness or character deformities. According to 

Bryman (2015), this theory is based on Maslow hierarchy of needs, which begins 

with the need for food, water, and shelter followed by the need for safety and 
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security, then belonging or love, self-esteem and finally, personal fulifillment and 

self-actualisation. 

 

 Conflict tranformation model: This theory is based on the premise that 

contemporary conflicts require more than the reframing of positions and the 

identification of win-win outcomes. According to Lederach (2017) conflict 

transformation theory put more emphasis on addressing the underlying 

conditions which give rise to that conflict but also ensure a sustainable peace. 

This model is a process of engaging with and transforming the relationships, 

interests, discourses and the constitution of society that supports the continuation 

of violent conflicts (Wani, 2013). According to Lederach (2017), transformational 

approach begins with two pro-active foundations, which are a positive orientation 

towards conflict and a willingness to engage in the conflict in an effort to produce 

constructive change or growth. The key to the transformation model is the 

capacity to envision conflict as having the potential for constructive change 

(Wani, 2013). 

 

 Cooperation and competition model: Deustch (2000) submitted that a key 

element with the cooperation and competition model  are the types of goal 

interdependence found between the involved parties, which may be negatively 

interdependent, with one party`s success correlating with the other`s failure 

which often yield competitive relationships that have a win-lose situation. 

Cooperative relationships tend to display a number of positive characteristics, 

which include more effective communication and coordination, open and 

friendly attitudes. According to Deustch (2000) a cooperative orientation on the 

part of parties facilitates constructive resolution of a conflict, with the social 

support the key to creating and maintaining such cooperative orientation. 

Constructive resolution, on the other hand is more likely when parties can 

reframe their understanding of their goals and conflict, coming together to see 

their respective goals as positively interdependent and the conflict as a joint 

problem (Wani, 2013). 
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2.12 Impact of leadership style on conflicts 

How a leader drives the organisation is significant as it shows how he can resolve 

conflicts. Managers spend most of the time solving conflicts in an organisation. 

Organisations adjust to changes in the situation by confronting significant conflicts, 

attending to them, and revamping the need to manage them (Saeed et al.,  2014).  

2.12.1 Impact of transformational leadership on conflicts 

Transformational leadership is about the approach to conflict resolution (Dionne et al., 

2004). Kimura (2012) mentions that transformational leadership is the type of leadership 

where there are minimal conflicts since people are progressively motivated and pay 

attention to their tasks. Conflict is an essential attribute between people; however, 

shared dreams and objective clearness created by the transformational leader can 

reduce the conflict (Doucet, Poitras & Chênevertet, 2009). 

Rahim (1997) states that transformational leaders mostly apply both collaborations and 

compromising of conflict management style. Transformational leaders are ideal in 

severe conditions and clashing circumstances because they come up with better 

approaches of working, decidedly oversee conflicts, find alternatives to facing the risks, 

and do not conform to the current state of things (Saeed et al., 2014). 

2.12.2 Impact of transactional leadership on conflicts 

Positive associations among the transformational leader and his followers, where the 

leader explains specific goals and remuneration can reduce the emotional conflict 

(Doucet et al., 2009). Bass and Riggio (2006) state that transactional leaders look for 

means of rewarding the followers; hence conflict is managed. Doucet et al. (2008) 

proposed that transactional leadership is more applicable in reducing task conflicts as 

compared to the transformational leadership. Task conflict is often eliminated because 

the workers are mostly motivated by the rewards that they get (Bass & Riggio, 2006). 
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2.12.3 Impact of laissez-faire leadership on conflicts 

According to Skogstad et al.(2014), this leadership style infers a nonappearance of 

criticism and inclusion, and subsequently, an absence of leadership and this may 

prompt an absence of conflict. Involving an unexpected way, a leader who is not 

available during the conflict and does not resolve them is considered as absent and 

lacks accountability (Yan & Li, 2017). Nevertheless, Bass and Riggio (2006) assert that 

laissez-faire leadership is a better option as it allows conflict to be resolved on its own. 

The optimistic link between the two laissez-faire and conflict must not be seen as an 

advantage. As it could be contended that lack of mediation in a conflict situation could 

prompt more significant conflict levels (Doucet et al., 2009). Although it demonstrates 

that conflict can be advantageous and non-beneficial during the conflict, it is believed 

that this style of leadership would have a general non-essential influence on conflict. 

2.12.4 Impact of autocratic leadership on conflicts 

Janse (2018) suggested that the autocratic leadership style is a now-obsolete type of 

leadership especially off lately, it tends to create tension and confrontation among 

employees which toward the day's end can prompt conflicts. Autocratic leaders 

frequently show misguided thinking during conflict circumstances (Afful-Broni, 2012).  

Autocracy is of almost no advantage in managing conflicts since it advances a Unitarian 

point of Afful-Broni (2012). The dissatisfaction and dread that emerge from autocratic 

leadership can take on an upsetting structure (Janse, 2018) which leads to conflicts. 

2.13 Conflict on leadership in South African mining 

According to De Drue (2018), three key aspects of conflicts are identified across the 

literature including in the areas of participation in decision making, negotiation and 

agreements, lastly transparency and accountability in revenue management and the 

community –lead to the development. Leaders in the mining industry have an essential 

role to play in decision making, including dialogue and negotiation processes. 
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Mining leadership needs to have agreements on crucial for conflict prevention and the 

establishment of long –term development goals for the organisation. However, failed 

agreements can act as powerful conflict drivers and can trigger for conflict outbreak. 

Judge and Piccolo (2004) assert  that negotiation, mediation, and grievance 

mechanisms if adequately designed and implemented, have been found to help resolve 

disputes and thus reduce the risk of conflict. Effective management, transparency, and 

accountability of resources revenues are crucial underpinnings of good governance and 

conflict prevention. 

2.14 Chapter summary 

The literature review section discussed what leadership is and presented a thorough 

discussion of leadership styles. The leadership styles discussed were transformational, 

transactional, laissez-faire, and autocratic leadership styles. The literature chapter also 

discussed modern leadership styles, such as transformational and transactional 

leadership styles. This chapter also discussed conflict resolution and how some of the 

major leadership styles and behaviours affect employees and subsequently, conflict 

resolution. The next chapter presents a discussion of the research methodology that 

was adopted to achieve the research study's aim and objectives. 

 

3 Chapter Three: Research Methodology 

3.1 Chapter overview 

This chapter addresses the systematic and logical steps taken in the creation of empiric 

evidence for the analysis and the reasoning for the research strategy chosen. It also 

describes the selection of the sample, the techniques used to collect the samples, and 

the methods used to collect the data. The chapter explains the methods of data 

analysis, type of data collection, and research design as well as ethical considerations 

in line with North-West University guidelines. 
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3.2 Research philosophy 

The research theory, also known as the research paradigm, attempts to clarify how the 

world should be interpreted in its existence and by structured and standardized methods 

to ensure that the truth is achieved (Trochim, 2012). There are two main types of 

research paradigm that are considered to have great importance in research studies, 

namely phenomenological and positivism research philosophies. Saunders (2016) 

indicated that positivism relates to the philosophical stance of the natural scientist and it 

involves working with observable and tangible social realities to produce law-like 

generalizations. While Welman et al. (2016) highlighted that positivist research is 

quantitative, and it entails the use of numerical measurement and employs statistical 

analysis to examine social phenomena.  Saunders stated that phenomenological has 

the following characteristics: it uses small samples, it is mainly concerned with 

generating theories, produces subjective data, it uses natural location, characterized by 

low reliability and it generalizes from one setting to another. 

This study adopted a phenomenological philosophy. The main reasons that informed 

this decision were that this study is qualitatitive in nature, the study seeks to utilise a 

small sample to generate data for the study and that the study will seek to generalise its 

findings. This philosophy will present an opportunity for the researcher to use a small 

sample with deeper understanding of the subject under investigation and to generate 

deeper insights from them. 

3.3 Research design 

According to Myers (2019), a research design is a procedure used to collect data, 

interpret results, analyse data, and disseminate the findings. It offers a blueprint for the 

research strategy by describing the structured and rational steps taken to collection of 

primary data research environment (Creswell, 2013). Saunders (2016) proclaims that 

the research design is characterised as the processes and mechanisms of the method 

and its procedures that are used to create empirical evidence in a manner that can be 
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pursued or investigated by other researchers. However, Welman, Kruger and Mitchell et 

al. (2016) explain that research designs can be categorised according to their intent. 

The researcher selected an exploratory research design for this study. This type of 

design was selected because there is little that is known regarding the type of issues 

regarding leadership behaviours adopted during conflict resolutions in mining production 

teams, Carletonville.  There is an interest to investigate the leadership behaviours, 

which are adopted during conflict resolutions. 

3.4 Research methodology 

This study adopted a qualitative approach to understanding the relationship existing 

between leadership behaviour and conflict resolutions and get in-depth knowledge 

during the interview. The outcomes measured in the study included leadership 

behaviours and conflict resolutions. In this regard, the exploratory study involved 

gathering qualitative data. 

3.4.1 Qualitative research methodology 

Qualitative methodology is subjective and incorporates a naturalistic and interpretative 

approach in which data is typically obtained by interviews to obtain qualitative data 

(Rubinstein & Babbie, 2010). A qualitative research method seeks to establish the 

reality of the situation through in-depth and deep probing of empirical data. In doing so, 

the research approach is typically more suitable for small sample sizes in each target 

population (Trochim, 2012). Therefore, a qualitative research method aims to discover 

solid findings by using the semi-structured and or unstructured query architecture. It 

cannot, however, give objective outcomes that scientists argue that are not supported 

by statistical inferences for accuracy (Leedy & Ormond, 2005). This is the strength of a 

qualitative research approach according to these scholars. The following is a summary 

of the characteristics of the qualitative method discussed below (Creswell,2013); 

 The propensity to produce qualitative data. 
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 Using small samples. 

 Worried about creating a hypothesis. 

 The data is rich and subjective. 

 The position is natural. 

 Poor reliability. 

 Validity is extremely high. 

 Generalizes from one setting to the next 

The justification for the selection of the qualitative research method was its advantage 

of allowing the study to obtain richer and thicker information about the type of leadership 

behaviour that is opted during conflict resolution in a selected gold mine.  

This technique of study was chosen because it allows for in-depth analysis to be done 

understanding the phenomena of research. The data collection methods often used in 

qualitative research make it possible to gather detailed and rich knowledge that cannot 

be done in a quantitative study. It is important to remember that the downside of a 

quantitative research method is its inability to disclose new data that could come from 

the study while choosing the most suitable research tool. It is understood that a 

quantitative research approach does not reveal hidden problems that are not pre-

determined in its data collection tools because they are normally organized and close-

ended, meaning that any new knowledge cannot be determined when primary data 

collection is set up. Furthermore, it fails to capture and quantify the interpersonal 

relationships that occur within the study setting, thus failing to fully recognize and 

understand the phenomenon (Saunders et al., 2016). A qualitative research method 

cannot be related to the same argument. A qualitative research approach aims to 

ensure, that because of its open-minded nature of data investigation, the use of semi-

structured or unstructured inquiries will reveal hidden problems as they illuminate in a 

study (Trochim, 2012; Babbie & Mouton, 2011). 
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3.4.2 Population  

The population is classified as the total number of groups, individuals or organizations 

that can be part of the research during the study (Kolisang, 2011). The target population 

is the specific population which is the senior level to lower level of a gold mining 

production team in Carletonville.  This population of the study includes the following 

groups: general manager, production manager, section managers, mine captains, 

production supervisors, miners, team leaders and general labours. The unit of analysis 

is mining production teams, including management in a selected gold mine in 

Carletonville.  

3.4.3 Sample and sampling methods 

There are two types of sampling techniques: random sampling and non-random 

sampling (Saunders & Lewis, 2012). There is a probability attached to the choice of 

individual sample members in random sampling, while there is no probability attached to 

the selection of each member in non-random sampling (Saunders & Lewis, 2012). 

According to Edwards and Holland (2013), even though probability sampling is 

achievable in quantitative research, sampling in social research is wholly dependent on 

the nature and design of the study because the gathering of useful data is more 

important than just a collection of numbers. The sample should include the most 

valuable information to address the research questions and the selection of research 

participants is based on the importance of the research (Edwards & Holland, 2013). 

According to Edwards and Holland (2013), this type can be developed through 

convenience sampling (Edwards & Holland 2013). To gather the 11 participants to the 

interview, the researcher selected the staff and company employees who provided the 

most useful information. 

This particular research study used a non-probability sampling approach with a 

convenient sampling approach. The benefit of this approach was its ability to use 

research elements whose requirements postulated rich data across departments of the 

company. The interview incorporated members of the senior, middle and lower-level 
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mining production teams in a selected gold mine. The non-probability sampling helps a 

researcher to choose sample participants that he or she feels are most suitable for the 

study or handpicked them. The sampling technique selected allowed the researchers to 

provide information that would make the study effective and provide comprehensive 

information.  

3.4.4 Primary data collection instruments 

The method of data collection included getting information from primary and secondary 

sources. Primary sources included the interviews. The interview was face to face and 

included the senior to lower-level employees who are in mining production and the 

respondents were asked semi-structured depth interview questions. The interviews 

were scheduled according to the availability of the participants. Permission was asked 

to record the interviews, and each interview did not last more than 30 minutes. The 

interview was divided in Section A, which comprised with the biographical information, 

Section B comprised of leadership behaviours and characteristics lastly Section C was 

about conflict resolution.  According to Stuckey (2013), the interview is the primary way 

to gather data for qualitative research by posing detailed research questions to the 

participant. 

In this study, the data were collected using semi-structured open-ended interview 

questions constructed to prompt responses related to the objectives of the study.  This 

approach helped collect different views about the research at hand since the interested 

participants spoke about their views and experiences. Also, the interviewees were able 

to explore their understanding and analysis of the situation. This encouraged all 

participants to be asked these questions, encouraging them to voice their opinions and 

feelings about the research problem under study. 

3.4.5 Secondary data collection instruments 

Secondary sources were acquired through the existing literature study. This is the 

information that is currently available on the leadership behaviours to resolve conflicts in 
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the mining industry and this was done by using information sources such as textbooks, 

reviewed articles, books, dissertations, journals and internet sources. The main reason 

of the literature study was to explain the problem that had been investigated, to 

understand what had been written about the current study in the past and also to give a 

background of the study as well as findings on previous research and academic 

literature (Van der Westhuizen, 2014). 

3.5 Data analysis 

Data analysis was carried out using a qualitative method of data analysis known as 

thematic data analysis, as it is simpler for the user to compile and aggregate information 

and is more user-friendly. Thematic data analysis is defined as a method of identifying 

and analysing patterns in the data (Musgrave, Savin-Baden and Stobbs, 2017). The 

thematic analysis follows a six-step process and these steps below have been adopted 

from (Smith, 2015). 

 Step 1: Familiarization: This phase entails reading and re-reading transcripts, 

paying close attention to audio recordings and noting the information gathered. 

 Step 2: Coding: this is the first step in defining the trends in the data as related 

data segments are grouped. 

 Step 3: Looking for themes: The third step involves clustering codes together to 

build trustworthy patterns of key data set patterns. 

 Step 4: Review of themes: This stage includes testing by the researcher whether 

the candidate themes match well with the coded data and the rest of the data 

collection.  

 Step 5: Defining and naming themes: Naming the themes as well as providing 

conceptual clarification is part of this level. 

 Step 6: Report writing: The final stage involves preparing the study by linking 

together the themes and pieces of data derived from the method of thematic 

analysis.  
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To facilitate the data analysis phase of the study, the researcher used the NVivo 12 

qualitative data analysis programme (Qsrinternational, 2020). 

 First, the interview recordings were transcribed at verbatim into word document 

transcripts.  

 The researcher then read through all the transcripts extensively and started to 

identify key themes relating to the research objectives then the researcher 

captured all the interview transcripts in NVivo 12 (Qsrinternational, 2020). 

 Next, using thematic data analysis the researcher was able to discover themes 

that emerged naturally through the interviews. 

 The researcher then used NVivo 12 (Qsrinternational, 2020) to code the 

interview data into the identified themes. 

3.6 Delimitations of the study 

Delimitations are the concepts set as the study limits, so the researcher manages the 

delimitations (Barbour, 2014). The delimitations of the study are as follows: 

 The study was aimed at ascertaining the leadership behaviours adopted during 

on conflict resolutions in private sector organizations hence it was limited to a 

selected gold mine in Carletonville, which included senior, middle and lower-level 

mining production teams.  

 The study was also limited to only mining production mining teams in a selected 

gold mine in Carletonville and did not extend to the entire gold mining industry.  

 Fourteen articipants were interviewed, but only eleven recorded audios were 

managed to be transcribed due to reaching saturation point. 

3.7 Chapter summary 

The research approach that the study used in gathering its empirical evidence was 

explained in this chapter. The chapter further explained the research design that was 

adopted by this specific study. A qualitative research methodology was adopted. The 
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data collection techniques and aspects of the reliability and integrity of the results were 

outlined. Using the interview process, data collection was performed.  The chapter also 

covered the form of data processing used and the ethical issues considered.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

4 Chapter Four: Discussion of Findings  

4.1 Chapter overview 

In this chapter, the results were presented in the most visible form in order to facilitate 

more understanding of the verbal data that was collected. The most important themes 

that emerged from the analysis were selected and then compared with the current 

literature and statements from the research participants to address the research 

questions. The following were the research objectives of this study: 

 To determine if leadership behaviours influence conflict resolutions in mining 

production teams. 
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 To investigate the type of leadership behaviours that are mostly adopted in 

mining production teams, and 

 To identify and explain the issues leading to conflicts in mining production teams. 

The following sections contain the presentation, and discussion of all the results relating 

to specific research objectives. 

4.2 Thematic analysis of data  

As explained by Fereday and Muir-Cochrone (2006), thematic analysis is a method 

used to detect themes or most important perspectives in unstructured qualitative data. 

Therefore, thematic analysis of data involves relationship recognition within qualitative 

data and the emerging themes become the categories for qualitative analysis. Nowell, 

Norris, White, and Moules (2017), clarified that thematic analysis is a qualitative 

research method that can be generally applied through a collection of methodologies 

and research questions.  

4.3 Coding of data 

The qualitative study used a sample of 11 participants, including senior to lower-level 

employees in gold mining production in Carletonville, South Africa. The interview 

transcripts were captured into NVivo 12 (Qsrinternational.com, 2020) and then each 

interview transcript was carefully read, and the most useful information was coded into 

themes by means of the NVivo 12 programme (Qsrinternational.com, 2020). The 11 

research participants in the study were labelled as P01 to P11 to protect their privacy as 

agreed at the start of the study. The coding process resulted in themes that answered 

the research questions. In Figure 4.1, there are 3 nodes and 9 child nodes that 

originated from the data. Table 4.1 shows a connection of the interview questions and 

the important literature review concepts and also the originating themes from the 

interview data.  
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4.4 Demographic information 

The saturation point for this study was reached after 11 participants were interviewed in 

a single gold mining shaft. The majority of the participants are involved with issues 

relating to conflict management at the gold mine in Carletonville, which resulted in the 

rich data gathered for the fulfilment of the objectives of this study. The demographic 

data is presented in figure 4.1 below: 

 

Figure 4-1: Gender 

The total of the respondents that participated in the study consisted of two female and 9 

male employees, as depicted above in Figure 4.1. The imbalance of gender is 

representative of the status quo of the mining staff component at the mine in 

Carletonville.  

Table 4-1: Age of respondents 

AGE Number of Respondents 

18 – 30  1 
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31 – 40  4 

41 – 50  5 

51 – 60  1 

61 or over 0 

The age data on Table 4.1 indicate that the age of the respondents for the study ranged 

between 18 and 60 years. The majority of the respondents are in the middle age 

category of 31 to 50 years of age. This data showed that the mine is comprised of 

experienced personnel. 

 

Figure 4-2: Years of Service 

Of the interviewed respondents, four were in the 5 – 10 years of service category, while 

seven were in the 10 years and above category as depicted in Table 4.2. The years of 

service data indicate that the mine is comprised of experienced workers that are very 

knowledgeable about mining activities. 
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Table 4-2: Interview questions, important literature concepts, and emergent themes 

Interview question Important literature concept Emergent theme 

 

Q1. What kind of behaviour does your supervisor display 

towards you? (Communicate with you, motivate you, you are 

given a chance to take your own decisions, relationship is 

transactional, or your supervisor wants things to be done his 

way). 

 

Leadership behaviour. 

Contingency and situational 

theories. 

Laissez-faire leadership. 

Transactional leadership. 

Transformational leadership. 

Autocratic leadership. 

 

 

 

Autocratic leadership. 

Transactional leadership. 

 

Q2. What do you think is the ideal behaviour that you want 

your supervisor to display? Please elaborate 

 

Leadership behaviour. 

Contingency and situational 

theories. 

Laissez-faire leadership. 

Transactional leadership. 

Transformational leadership. 

Autocratic leadership. 

 

 

 

 

Transformational 

leadership. 

 

Q3. In your opinion, do you feel motivated? If yes, how does 

he motivate you? Through coaching? Mentoring? Appraisals? 

 

Leadership behaviour. 

Contingency and situational 

theories. 

Laissez-faire leadership. 

Transactional leadership. 

Transformational leadership. 

Autocratic leadership. 

 

 

 

 

 

 

 

Transactional leadership. 

Autocratic leadership. 

 

 

Q4. How is the relationship between you and the  supervisor? 

(Is it an open-door relationship, merely transactional, he tells 

you what to do or you are part of the decision-making). 

 

Leadership behaviour. 

Contingency and situational 

theories. 

Laissez-faire leadership. 

Transactional leadership. 

Transformational leadership. 

Autocratic leadership. 

 

 

 

 

 

Transactional leadership. 

Autocratic leadership. 

 

 

Q5. In your opinion, do you think your supervisor is able to 

delegate work efficiently, if so, how? (He explains how the 

work will be carried out and who is responsible for what). 

 

Leadership behaviour. 

Contingency and situational 

theories. 

Laissez-faire leadership. 

Transactional leadership. 

Transformational leadership. 

Autocratic leadership. 

 

 

 

 

Transactional leadership. 

Autocratic leadership. 
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Q6. Does your supervisor allow you to take part in decision 

making when you are discussing work-related issues? (Are 

you given a chance to voice out your opinions or suggestions 

or he simply tells you what you must do). 

 

Leadership behaviour. 

Contingency and situational 

theories. 

Laissez-faire leadership. 

Transactional leadership. 

Transformational leadership. 

Autocratic leadership. 

 

 

Transactional leadership. 

Autocratic leadership. 

 

 

 

Q7. How does your supervisor give you feedback on your work 

performance?    

 

 

Leadership behaviour. 

Contingency and situational 

theories. 

Laissez-faire leadership. 

Transactional leadership. 

Transformational leadership. 

Autocratic leadership. 

 

 

Transactional leadership. 

Autocratic leadership. 

 

 

Q8. What are the main causes of conflicts in mining production 

teams? 

 

 

 

An overview of conflict and 

conflict resolution in the 

workplace. 

Sources versus causes of 

conflict. 

Leadership behaviour. 

Transactional leadership. 

Autocratic leadership. 

 

 

Disputes over bonuses. 

Lack of motivation. 

Merely autocratic 

leadership. 

Merely transactional 

leadership. 

Poor ground conditions. 

 

Q9. Is it based on the work, the employees, or management? 

Please explain. 

 

 

An overview of conflict and 

conflict resolution in the 

workplace. 

Sources versus causes of 

conflict. 

Leadership behaviour. 

Transactional leadership. 

Autocratic leadership. 

 

 

Disputes over bonuses. 

Lack of motivation. 

Merely autocratic 

leadership. 

Merely transactional 

leadership. 

Poor ground conditions. 
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Q10. How does your manager handle conflicts?  (In other 

words, does he become involved, expect the team to sort it out 

by themselves, he is absent). Please elaborate. 

 

An overview of conflict and 

conflict resolution in the 

workplace. 

Leadership behaviour. 

Transactional leadership. 

Autocratic leadership. 

 

 

Transactional leadership. 

Autocratic leadership. 

 

 

 

 

Figure 4-3: The coding framework (Source: Nvivo 12) 

The emergent themes shown in Figure 4.1 are outlined and described in Table 4.2 

known as the code book of the emergent themes.Also, Table 4.2 shows the number of 

sources and references coded into a particular theme. 

Table 4-3: Code book of the emergent themes 

Name Description Sources References 
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Name Description Sources References 

Issues leading to conflicts The issues leading to conflicts in mining production 

teams. 

11 107 

Dispute over bonuses An issue that leads to conflicts in mining production 

teams. 

9 35 

Lack of motivation An issue that leads to conflicts in mining production 

teams. 

11 69 

Merely autocratic 

leadership 

An issue that leads to conflicts in mining production 

teams. 

11 55 

Merely transactional 

leadership 

An issue that leads to conflicts in mining production 

teams. 

11 55 

Poor ground conditions An issue that leads to conflicts in mining production 

teams. 

9 51 

Leadership behaviour and 

conflict resolution 

Leadership behaviour of management towards 

conflict resolution. 

11 82 

Slow response Slow response by supervisors and management 

negatively influences conflict resolution. 

11 89 

Top management is 

absent 

Top management's absence negatively influences 

conflict resolution. 

10 27 

Types of leadership 

behaviours in conflict 

resolution 

The type of leadership behaviours that are mostly 

adopted in mining production teams. 

11 117 

Autocratic leadership Instructional leadership is a type of leadership 

behaviour that is mostly adopted in mining production 

teams. 

10 86 

Laissez-faire 

leadership 

Laissez-faire leadership is a type of leadership 

behaviour that may be adopted in mining production 

teams. 

10 113 

Transactional 

leadership 

Transactional leadership is a type of leadership 

behaviour that is mostly adopted in mining production 

11 122 
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Name Description Sources References 

teams. 

Transformational 

leadership 

Transformational leadership is a type of leadership 

behaviour that may be adopted in mining production 

teams. 

11 63 

Table 4.3 is an outline of the research participants’ view on leadership behaviours 

adopted during conflict resolutions in mining production teams, in the gold mine in 

Carletonville, South Africa. The emergent themes from Figure 4.1 and Tables 4.1 and 

4.2 are strengthened by excerpts from the research participants. 

 

Table 4-4: Research participants’ view on leadership behaviours during conflict resolutions 

 

Theme 

 

Supportive quote 

 

Supportive literature 

Issues leading to 

conflicts 

“He doesn’t treat me in a decent way. When he 

communicates with me, whatever the answer or 

suggestion he crushes my suggestion or opinion.” 

(P01) 

“Conflicts are a day to day thing.” (P07) 

 

 

Conflicts can also be caused by different cultures, 

viewpoints, perspectives, and backgrounds leaving one of 

the parties feeling undermined or belittled. In the project 

environment, conflict can arise due to insufficient 

equipment, human and financial assets (Maley, 2012). 

Dispute over bonuses “Money, the bonuses…” (P03) 

“Bonuses create… a conflict” (P07) 

 

According to Bass (1985), transactional leaders 

encourage the employees to get the work down by 

explaining the results, how to achieve the target, how the 

performance will be evaluated, updating them on the task 

performed, and giving unexpected rewards if workers 

meet the objectives. 

Lack of motivation “Management… not giving bonuses on time.” (P03) 

“Well, there is, there's a difference between motivation 

and movement.” (P05) 

 

Under transformational leadership, leaders can motivate 

their employees by sharing common values and goals and 

communicate well with the employees on how these will 

be achieved by working collectively (Kammerhoff, et al., 

2019). 
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Merely autocratic 

leadership 

“It is not an open door...” (P01) 

“I would not call it transactional…they are not part of 

the decision making.” (P04) 

 

Probst and Raisch (2005) added that autocratic leadership 

limits the potential of other members, making them 

withdraw and not share ideas with the rest of the 

employees. 

Merely transactional 

leadership 

“If ever you instructed people to do their job, obviously 

you have to discipline them.” (P10) 

“He cannot communicate something that is going to be 

done tomorrow today, he is just saying he wants it 

now…” (P11) 

 

 

 

Giltinane (2013) explained that even though transactional 

leadership offers rewards to followers in return for 

compliance, transactional leadership only focuses on 

management tasks, and would not identify the shared 

values of a team.  

 

Poor ground conditions “If the job is not going forward due to breakdowns, 

ground conditions or materials not being on time.” 

(P02) 

“When I moved here I had to change, if I wasn’t willing 

to adapt I wouldn’t have made it on this shaft.” (P07) 

 

 

Conflict may take place as a result of working conditions, 

procedural or personal factors. Conflict is a symbol of 

divergent views on matters of mutual interest and how 

differences of opinion are expressed between executives 

and managers on the one hand, and staff and their 

representatives on the other (Henry, 2009). 

 Leadership behaviour 

and conflict resolution 

“People are motivated, people know what is expected 

of them.” (P07) 

“The rule gets broken, the consequences are harsh, 

but I do give a lot of freedom.” (P09) 

 

 

How a leader drives the organisation is significant as it 

shows how he can resolve conflicts. Managers spend 

most of the time solving conflicts in an organisation. 

Organisations adjust to changes in the situation by 

confronting significant conflicts, attending to them, and 

revamping the need to manage them (Saeed, et al., 

2014).   

 
Slow response “Sometimes these people they delay attending this 

thing on time...” (P01) 

“Because it requires people above you, and people of 

whom you do not regularly meet.” (P05) 

 

 

According to De Drue (2018), three key aspects of 

conflicts are identified across the literature including in the 

areas of a) participation in decision making, b) negotiation 

and agreements and c)transparency and accountability in 

revenue management and the community. 

Top management is 

absent 

“…what would implicate management is 

communication…” (P05) 

“If communication is not clear then there is going to be 

confusion from the top to the bottom.” (P06) 

 

 

 

Judge & Piccolo ( 2004) asserts that negotiation, 

mediation, and grievance mechanisms if properly 

designed and implemented, have been found to help 

resolve disputes and thus reduce the risk of conflict. 

Types of leadership 

behaviours in conflict 

resolution 

“I think my supervisor is autocratic.” (P01) 

“By dictatorship I don’t necessarily mean, it’s only his 

way or the highway.” (P05) 

 

 

The leadership style approach is seen as a better way of 

leading organizations, groups, and departments 

(Mehmood & Arif, 2011). Accordingly, leadership is a 

process by which individual influences the thoughts, 

attitudes, and behaviours of others. 
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Autocratic leadership “Most of the times he takes decisions, because he is a 

bully.” (P01) 

“Autocratic style is still dominant...” (P09) 

 

 

Autocratic leadership style is characterized by the little 

contribution from the subordinates and all the decisions 

are taken by one individual (Chukwusa, 2018). 

Laissez-faire leadership “Yes, it is an open-door policy…” (P05) 

“Lack of clarity and understanding of work to be done.” 

(P06) 

 

Laissez-faire leadership is the type of leadership whereby 

the leader fails to make decisions, does not intervene, and 

follows up on problems that the subordinates may 

encounter (Gill, 2006). 

Transactional leadership “It is not transactional.” (P06) 

“I would not call it transactional…they are not part of 

the decision making.” (P04) 

 

 

Transactional leadership depends on a trade-off between 

a leader and the subordinates and there is a contractual 

agreement for employees to deliver on specific tasks and 

employers to reward them in return (Sayadi, 2016). 

Transformational 

leadership 

“Yes, everyone when we have meetings we elaborate 

on the issue, like I said it’s not only me making 

decisions, but my subordinates also have the right 

when they don’t agree with me to say they don’t 

agree.” (P07) 

“And they really want to see that you are there to help 

–  that means treating them as human- nobody should 

be treated like an animal. Coaching and mentoring is 

also part of it in the workplaces, that’s where… do 

daily.” (P08) 

 

Transformational leadership is a type of leadership that is 

focused on changing the workers and organisational 

needs, aims, values, and morals (Rizi, et al., 2013). On 

numerous occasions, transformational leadership has 

proven to be an exceptionally successful approach to lead 

in various organizations and has an impact on work 

fulfillment (Braun, et al., 2013). 

The following section presents a discussion of the emergent themes of the data analysis 

results taking into consideration the research objectives. 

4.5 Discussion of findings 

In this segment, the themes outlined in Tables 4.1, 4.2, and 4.3 were examined in 

greater detail and literature was used to support the quotes from the research 

participants in order to validate the results. 

4.5.1 Issues leading to conflicts 

The issues leading to conflict among employees in gold mining production in 

Carletonville, South Africa were discussed by the research participants. The research 

participants mentioned the following as issues leading to conflict among employees:  
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 Dispute over bonuses 

 Lack of motivation 

 Merely autocratic leadership 

 Merely transactional leadership, and  

 Poor ground conditions. 

This finding is shown in Tables 4.1, 4.2 and 4.3 and it is supported by the following 

quotes: 

“Conflicts are caused by the bonuses, if the people are not satisfied with the money vs 

what they achieved or produced. Sometimes the company promises people to try a 

cake and when they reach the cake there can be stories like you are over compliment. 

Or they sometimes say you got penalties on this and that. They do not put things ahead 

because if the people are properly informed, they will prepare everything accordingly to 

know there are penalties, instead of being told on bonus day. There is a breakdown of 

communication. There is unfairness.” (P01) 

“Normally he communicates and also gives some advice. Would want him to motivate 

more and to support.” (P02) 

“You do what you are doing, and you give it your best without expecting any form of 

appraisals or remuneration, therefore. If not, when you come with a problem with him he 

is going to give you the solution, whether you agree with it or not you will have to go 

with it… that is one thing I can maybe commend him on, he really recognises good 

performance and the appraisal thereof he does it very openly. He just takes everything 

as it comes and gives it to you whether its right or not, he just gives it to you and you 

have to make sure you find your way out.” (P05) 

“It is not an open door. Remember in the mining industry in Carletonville it is like an 

army, you are not given an instruction it is like a command. Whatever he tells you, you 

must take it whether you like it [or not], he is making decisions like an army. It is not 

really transformed. Not really delegates efficiently, only when he wants. He is overcome 
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with a bad attitude. It is very seldom...rare situations where he allows us to take part in 

decision making.” (P01) 

“When you instruct them to do their job, people in mining have this thing of stereotyping 

that we will tell him or her you have to do this and then you find she doesn’t do that job. 

If ever they don’t take an instruction you will be forced to discipline them.” (P10) 

“I will make an example, about [inaudible] yesterday we just measure he will tell you on 

the WhatsApp group with all the people how do you perform this…and the thing is, his 

guys always work overtime- that is over the weekend, to improve whatever target that 

needs to be done. They don’t want to take responsibility and accountability of whatever 

is happening between the employees.” (P11) 

“The work on the ground it is difficult work it’s not easy on the ground and if people are 

not motivated, the moment you get crews that are not earning bonuses, to get them 

motivated to work it is very difficult. You need to listen to both sides when there are 

people involved. For problems on the ground you need to make sure you solve the 

problems for the people so that they do not reoccur, that’s the only way you are going to 

solve conflicts.” (P07) 

The results showed that dispute over bonuses, lack of motivation, merely autocratic 

leadership, merely transactional leadership, and poor underground conditions are the 

key issues leading to conflicts among employees in gold mining production in 

Carletonville, South Africa. Conflicts have a negative impact and consequences in a 

work environment and the role of management is to minimise these conflicts and create 

a healthy work environment (De Dreu, 2008). Leadership behaviour plays a key role in 

the development of effective organizations (Larsson & Vinberg, 2010). The behaviour of 

the leaders in a workplace plays an important role in employees as it has a substantial 

impact on the performance of the employees and how the conflicts are resolved. 
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4.5.2 Leadership behaviour and conflict resolution 

In addition, leadership behaviour and conflict resolution among employees in gold 

mining production in Carletonville, South Africa were discussed by the research 

participants. The research participants mentioned the following as management’s 

behaviour towards conflict resolution among employees:  

 Slow response  

 Top management is absent  

 

This finding is shown in Tables 4.1, 4.2 and 4.3 and it is supported by the following 

quotes: 

“Sometimes these people they delay attending to this thing on time, now this thing 

accumulates, and these people end up resorting to a strike. For instance, when people 

say they need money or bonuses, they have a target they need to work toward. They 

know the money they are supposed to get, and they already make a budget for the 

money.” (P01) 

“Some people take it as being safe is not working, that is where they get to kind of 

dictate-in other words demand. For instance, something that requires the attention of 

management and staff. Because it requires people above you, and people of whom you 

do not meet regularly. If we do not prioritise the job and prioritise the working places   or 

the things that need to be done so that we can allocate material to those particular 

places that we have identified as a high priority. That is why I am saying, its work and 

the employees.” (P06) 

“For me it is all about work should not be an overloading on an individual, that’s why 

we’re on a team basis working relationship. In order to make sure that we do not 

overload people with a certain task, while the others are just standing there and 



 59 
 

looking… That is why I am saying delegation of work is done efficiently in that sense 

that we actually allow everybody to have some sort of convenience in what they are 

doing, and it gives them confidence also.” (P08) 

“When the people are complaining about money, they would want to talk to the top 

management, but they send juniors.” (P01) 

The results showed that slow response and the absence of top management constitutes 

management’s response to conflict resolution among employees in gold mining 

production in Carletonville, South Africa. Leadership plays a significant role in any 

organization. Leadership also depends on how big or small the organization is and also 

the type of organization such as in the private sector or public sector. In an ever-

evolving and highly competitive climate, the work of a manager and his leadership style 

is of utmost importance (Dunham-Taylor, 2000). The survival and the growth of the 

organization depend on how bad or good the leadership is, which means positive 

leadership results in good job performance and negative leadership results in bad job 

performance (Drescher & Drescher, 2017). 

4.5.3 Types of leadership behaviours in conflict resolution 

Lastly, types of leadership behaviours in conflict resolution among employees in gold 

mining production in Carletonville, South Africa were discussed by the research 

participants. The research participants mentioned the following as leadership 

behaviours in conflict resolution among employees: 

 Autocratic leadership 

 Laissez-faire leadership 

 Transactional Leadership 

 Transformational leadership 

This finding is shown in Tables 4.1, 4.2 and 4.3 and it is supported by the following 

quotes: 
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“Most of the times he takes decisions because he is a bully It’s not an open door. 

Remember in the mining industry in Carletonville it is like an army, you are not given an 

instruction it is like a command. Not really delegates efficiently, only when he wants. He 

is overcome with a bad attitude. I think my supervisor is autocratic. He says you are a 

qualified somebody, one way or the other you need to do this job. But sometimes you 

do need some help.” (P01) 

“Yes, it is an open-door policy, whereby I can come, with whatever that is bothering me. 

But the response, thereof is what is actually bothering because you would...Yes, he is 

welcoming. When you come and need to talk to him. But as to what he will do in order 

to assist you is very little. He is welcoming when you come in. And when you 

communicated to whatever that you need to do but the extent that goes to actually help 

you or assist you in whatever that you have come up with very little.” (P05) 

“He communicates and motivates. We would want him to motivate more and to 

support... and to communicate more openly. He delegates the work efficiently by telling 

or showing me what I must do… I can go freely to him.” (P03) 

“Well in the mining industry you have it- especially when it comes to production- you 

have it in two ways, it’s either dictatorship kind of a way or if maybe I may polish it and 

say more affirmative [assertive]. By dictatorship I don’t necessarily mean, it’s only his 

way or the highway. In a way you would find that in most instances you would come 

with an issue that’s troubling you, and then the most common way of it being carried out 

in the mining industry is being taken out as an excuse instead of an issue that is actually 

affecting you to perform your job properly.” (P05) 

“I want my supervisor to treat me with decency as a human, the way he wants to be 

treated like.” (P01) 

“Normally he communicates and also gives some advice. He is open. There’s 

discussion of what will happen. I am part of the decision making. He asks me what is 

going to happen and if my idea is not according to what is expected he steps in. When 
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the results are good… Normally we have a daily meeting. So, each and every meeting 

anything that is good he says everything that is bad still…he is still coaching. He also 

does this individually.” (P02) 

“If there is something, I can see is not going the right way- I can go to him and try to tell 

him exactly what is going on if he can give me advice.” (P04) 

The results showed that different leadership behaviours are used in conflict resolution 

among employees in gold mining production in Carletonville, South Africa. Among the 

leadership behaviours used in conflict resolution among employees are autocratic 

leadership, laissez-faire leadership, transactional leadership, and transformational 

leadership. The study also finds that employees prefer transformational leadership 

behaviour in conflict resolution in the mines.  

Janse (2018) suggested that the autocratic leadership style is a now-obsolete type of 

leadership especially off lately, it tends to create tension and confrontation among 

employees which toward the day's end can prompt conflicts. Autocratic leaders 

frequently show misguided thinking during conflict circumstances (Afful-Broni, 2012).  

Autocracy is of almost no advantage in managing conflicts since it advances a Unitarian 

point of vi-Broni, 2012). The dissatisfaction and dread that emerge from autocratic 

leadership can take on an upsetting structure, leading to conficts (Janse, 2018). 

According to Skogstad et al., (2014), laissez-faire leadership infers a nonappearance of 

criticism and inclusion, and subsequently, there is an absence of leadership, which may 

prompt an absence of conflict. Involving an unexpected way, a leader who is not 

available during the conflict and does not resolve them is considered as absent and 

lacks accountability (Yang & Li, 2017). Nevertheless, Bass and Riggio (2006) assert 

that laissez-faire leadership is a better option as it allows conflict to be resolved on its 

own. The optimistic link between the two laissez-faire and conflict must not be seen as 

an advantage. As it could be contended that lack of mediation in a conflict situation that 

could prompt more significant levels of conflict (Doucet et al., 2009). Although it 

demonstrates that conflict can be advantageous and non-beneficial during the conflict, it 
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is believed that this style of leadership would have a general non-essential influence on 

conflict. 

As explained by Doucet et al. (2009), there is are positive associations among the 

transformational leader and his followers where the leader explains certain goals and 

remuneration can reduce the emotional conflict. Bass and Riggio (2006) state that 

transactional leaders look for means of rewarding the followers hence conflict is 

reduced. Doucet et al. ( 2008) propose that transactional leadership is more applicable 

in reducing task conflicts as compared to transformational leadership. Task conflict is 

often eliminated because the workers are mostly motivated by the rewards that they get 

(Bass & Riggio, 2006).  

Transformational leadership is about the approach to conflict resolution (Dionne et al., 

2004). Kimura (2012) mentions that transformational leadership is the type of leadership 

where there are minimal conflicts since people are progressively motivated and pay 

attention to their tasks. Conflict is an important attribute between people; however, 

shared dreams and objective clearness created by the transformational leader can 

reduce the conflict (Doucet et al., 2009). 

4.5.4 Comparison of Responses Between Lower-Level and Senior Management 

Employees 

The researcher designed separate interview guides for senior management and lower-

level employees. The main purpose for taking this posture was to ensure that the 

respondents provide information based on what is actually happening at their area of 

responsibility with regard to sources of conflicts and leadership behaviours to these 

issues. Based on the responses provided the following can be concluded from the two 

sets of research participants: 

The senior management displayed a thorough understanding of conflict management 

and its processes in the mining industry. Regarding the behaviour of senior 

management towards subordinate, most respondent displayed autocratic tendencies in 



 63 
 

that they believe that whatever they say must be accepted as it is by their subordinates. 

Senior managers respondents generally lamented the unionisation and unfair demands 

by employees as well as failure to take instructions as the main sources of conflicts. 

Senior managers, indicated that they communicate well with subordinates and generally 

provide feedback on issues that affect employees. Senior managers overwhelmingly 

responded that they are aware that they have the duty and responsibility to resolve 

conflicts in the workplace. 

The main sources of conflicts according middle-level and lower level employees are 

lack of communication especially when it comes to bonuses, they are not motivated,  

poor underground conditions and are not part of decision-making. These respondents 

indicated that managers are reluctant to engage with them and most of them have 

adopted a closed door policy, which is a source of frustration for them. Another source 

of frustration and conflicts was the inability by management to allow them to contribute 

in decision-making. These respondents generally displayed traits of being demoralised 

because they feel that there is no hope for their frustrations. These respondents 

indicated that they are willing to play a role in resolving conflicts, but they are not 

afforded an opportunity fo do so. They indicated that conflicts can mainly be resolved if 

management resolve their grievances and provide good working conditions for them. 

4.6 Chapter summary 

Chapter four presented the results and discussion of the findings. The results were 

discussed with the aim of evaluating whether leadership behaviours influence conflict 

resolutions in mining production teams, and what are the types of leadership behaviours 

mostly adopted in mining production teams. In addition, the study identified the issues 

leading to conflicts in mining production teams. Chapter five presents the conclusions 

and recommendations of this study. 
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5 Chapter Five: Conclusion and Recommendations 

5.1 Chapter overview 

Chapter five presents the conclusions and recommendations of this study based on the 

research questions. The study aimed at investigating leadership behaviours adopted 

during conflict resolutions in mining production teams in the gold mines in Carletonville, 

South Africa. The following are the research questions of this study: 

 To what extent do leadership behaviours influence the conflict resolutions in 

mining production teams?  

 What are the types of leadership behaviours adopted in mining production 

teams? 

 What are the issues leading to conflicts in mining production teams? 

The following sections contain conclusions and recommendations. 
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5.2 Research question revisited 

The results showed that slow response and the absence of top management constitutes 

management’s response to conflict resolution among employees in gold mining 

production in Carletonville, South Africa. In addition, the results showed that different 

leadership behaviours are used in conflict resolution among employees in gold mining 

production in Carletonville, South Africa. The leadership behaviours used in conflict 

resolution among employees are autocratic leadership, laissez-faire leadership, 

transactional leadership, and transformational leadership. The study also found that 

employees prefer transformational leadership behaviour in conflict resolution in the 

mines. Fiurthermore, the study found that dispute over bonuses, lack of motivation, 

merely autocratic leadership, merely transactional leadership, and poor ground 

conditions are the issues leading to conflict among employees in gold mining production 

in Carletonville, South Africa. In the following sections, the conclusions are discussed in 

detail in terms of the research questions of the study.   

5.2.1 Research question one (1) resolution 

To what extent do leadership behaviours influence the conflict resolutions in 

mining production teams?  

The findings in Chapter Four revealed the slow response and the absence of top 

management that constitutes management’s response to conflict resolution among 

employees in gold mining production in Carletonville, South Africa. The slow response 

and the absence of top management in resolving conflicts in the company could be 

likened to autocratic and laissez-faire leadership behaviours.  

The autocratic leadership style is characterized by the little contribution from the 

subordinates and all the decisions are taken by one individual (Chukwusa, 2018). Under 

autocratic leadership, the leader plans the task and how it will be done with little input 

from subordinates (Amini et al., 2019). The leader does not trust the employees, he 

believes in giving instructions and he believes in motivating them by rewarding them for 
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their work. Such a leader gives instructions, and their orders or instructions cannot be 

challenged. Targets are achieved when the leader is around; unfortunately, targets are 

not reached in his absence. Team members do not assume any roles for the task; they 

simply do what they are told. The orders come from the top management and are 

communicated to the lower-level employees to accomplish the tasks (Dalluay & Jalagat, 

2016). Probst and Raisch (2005) added that autocratic leadership limits the potential of 

other members, making them withdraw and not share ideas with the rest of the 

employees. This comes as a result of their negativity towards the job, along with low 

levels of job satisfaction. 

 

In the laissez-faire leadership style, employees are strained and demotivated (Skogstad 

et al., 2014). This leads to negative behaviour and has an impact on the productivity of 

the employees. The style does not create a conducive working environment whereby 

employees cannot raise their views, the roles are not clear, and this can result in 

negative conflicts (Schyns & Schilling, 2013). Even though a lot of studies have shown 

some positive contribution of the laissez-faire leadership style, this form of leadership 

behaviour has not been highly recommended for production in the mines (Dlamini, 

2018). The danger of laissez-faire leadership style includes the creation of high levels of 

freedom, which is dangerous for mining production teams, particularly in the selected 

gold mine. Daily supervision and communication are needed so that the work can be 

done safely. 

5.2.2 Research question two (2) resolution 

What are the types of leadership behaviours adopted in mining production 

teams? 

Next, the findings in Chapter Four showed that different leadership behaviours are used 

in conflict resolution among employees in gold mining production in Carletonville, South 

Africa. The leadership behaviours used in conflict resolution among employees are 
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autocratic leadership, laissez-faire leadership, transactional leadership, and 

transformational leadership. The study also found that employees prefer 

transformational leadership behaviour in conflict resolution in the mines. 

Autocratic leadership behaviour is prevalent and is used by leaders in several 

organizations such as in the mining industry, and some institutions. A few believe and 

feel that this leadership should be adopted in companies as it saves time in doing the 

job and in getting employees to do their job (Fey et al., 2001). This leadership style is 

characterized by the little contribution from the subordinates and all the decisions are 

taken by one individual (Chukwusa, 2018). However, Janse (2018) postulated that 

autocratic leadership is old-fashioned leadership, especially in the present era where 

people are used to challenging the status quo. This is common in the mining industry 

where employees become negative towards their jobs when dealing with an autocratic 

leader. Such employees end up involving their union representatives to deal with the 

unfair treatment they might experience from their leader. According to Janse (2018), the 

leadership style can lead to employees being negative towards the job, withdrawn, job 

roles not being clear to the employees, and resilient. Autocratic leadership is classified 

as unfriendly, oppressive, and oblivious (Kalu & Okpokwasili, 2018). 

Laissez-faire leadership involves a nonappearance of criticism and inclusion, and 

subsequently, an absence of real leadership (Skogstad et al., 2014). A laissez-faire 

leader who is not available during the conflict and does not resolve them is considered 

as absent and lacks accountability (Yang & Li, 2017). 

Transactional leaders look for means of rewarding the followers and hence conflict is 

reduced (Bass & Riggio, 2006). Doucet et al. (2008) proposed that transactional 

leadership is more applicable in reducing task conflicts as compared to transformational 

leadership. 

Transformational leaders mostly apply both collaborations and compromising of conflict 

management style (Rahim, 1997). Transformational leaders are ideal in fierce 

conditions and clashing circumstances because they come up with better approaches of 
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working, decidedly oversee conflicts, find alternatives to facing the risks, and do not 

conform to the current state of things (Saeed et al., 2014). 

5.2.3 Research question three (3) resolution 

What are the issues leading to conflicts in mining production teams? 

Last but not least, the literature review chapter and the findings in Chapter Four 

revealed that dispute over bonuses, lack of motivation, merely autocratic leadership, 

merely transactional leadership, and poor ground conditions are the issues leading to 

conflict among employees in gold mining production in Carletonville, South Africa. 

According to Fajana (2000), in chapter two, there are two sources of conflict in an 

organisation – internal and external sources. Factors that are intertwined within the 

charter of the company are referred to as internal sources characterised by a conflict of 

opposing interest of the industrial actors (Fajana, 2000). In addition, there are sources 

of conflict from outside the organisation’s buildings (Abiodun & Omisore, 2014). These 

could be triggered when there are arguments regarding third-party interventions 

(Abiodun & Omisore, 2014). 

In chapter two, De Drue (2018) states that three key aspects of conflicts are identified 

across the literature including in the areas of : 

a) participation in decision making,  

b) negotiation and agreements and  

c) transparency and accountability in revenue management and the community – 

lead to development.  

Leaders in the mining industry have an important role to play in decision making 

including dialogue and negotiation processes. Mining leadership needs to have 

agreements on crucial for conflict prevention and the establishment of long-term 

development goals for the organization as explained in Chapter Two. However, failed 

agreements can act as powerful conflict drivers and can trigger for conflict outbreak. 
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Judge and Piccolo (2004) asserts that negotiation, mediation, and grievance 

mechanisms if properly designed and implemented, have been found to help resolve 

disputes and thus reduce the risk of conflict. Effective management, transparency, and 

accountability of resources revenues are crucial underpinnings of good governance and 

conflict prevention. 

5.3 Recommendations and concluding remarks 

Based on the findings of this study, the following are recommendations on leadership 

behaviours to be adopted during conflict resolutions in mining production teams in the 

gold mines in Carletonville, South Africa: 

 Avoid autocratic leadership behaviour in mining production teams, as shown from 

the results in chapter 4 indicated that employees do not prefer autocratic 

leadership which one mentioned that it is still dominant and they do not  feel part 

of the decision making at work.   

 There is some degree of both transformational and transactional leadership 

being practised amongst the gold mining production teams but still requires 

improvement. It is recommended that the management of the gold mine put into 

place development plans and a succession plan on how they are going to adhere 

to the plan. 

 It is imperative that the current management of the gold mine encourages the 

senior and middle level employees to attend courses and seminars on how to 

become effective and transformational leaders. The managers who complete the 

course must be awarded with certificates. The main focus is to is to instil 

competencies such as emotional intelligence, communicate the vision of the 

organisation, ability to inspire the employees and lastly they management must 

be willing to adapt to learn and adapt to change. 

 There should be a clear and effective communication between management and 

the employees to avoid conflict and miscommunications such as late payment of 

bonuses and how the mining production team will achieve their bonuses. 
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5.4 Limitations of the study 

The limitations of this study are as follows: 

 Time was limited to collect data from. Respondents due to lockdown regulations 

of Covid-19 in the country and temporarily shutting down the gold mine. To 

ensure that all the respondents were interviewed, some of the interviews were 

quick-tracked and shortened.  

 The processes of data collection were adversely affected by the busy schedules 

of the lower-level employees who participated in the study. These individuals 

were difficult to get as most of the time they were underground and knocked off 

extremely late. 

5.5 Orientation for Further Studies 

The following orientation could be exploited for further studies: 

 To investigate leadership behaviours adopted during conflict resolutions in gold 

mining employees using a quantitative study and not only focusing in mining 

production teams but also including other departments such as engineering, 

finance department, human resource department etc. 

5.6 Chapter summary 

Chapter five concludes and provides recommendations on leadership behaviours 

adopted during conflict resolutions in mining production teams in the gold mines in 

Carletonville, South Africa. The conclusions and recommendations emanated from the 

results of the data analysis carried out in Chapter Four of this study. In addition, the 

findings have been supported by current literature on this topic. 

 



 71 
 

 

 

 

 

 

 

 

 

 

 

6 References 

Abiodun, A.R. (2014). Organizational conflicts: Causes, effects, and remedies. International 

Journal of Academic Research in Economics and Management Sciences, 3(6), p.1 

Adi, M.N.M., Noor, H.M., Rahman, A.G.A., and Yushuang, T. (2013). The influence of 

leadership style on job satisfaction among nurses. Asian Social Science, 9(9), p.172. 

Afful-Broni, A. (2012). Conflict management in Ghanaian schools: a case study of the role of 

leadership of Winneba Senior High School. International Journal of Educational Planning 

Administration, 2(2), pp.65-76. 



 72 
 

Afshari, M., Bakar, K.A., Luan, W.S., and Siraj, S. (2012). Factors affecting the transformational 

leadership role of principals in implementing ICT in schools. Turkish Online Journal of 

Educational Technology-TOJET, 11(4), pp.164-176. 

Ahmad, F., Abbas, T., Latif, S., and Rasheed A. (2014). Impact of transformational leadership 

on employee motivation in the telecommunication sector. Journal of management policies and 

practices, 2(2), pp.11-25. 

Almalki, S. (2016). Integrating Quantitative and Qualitative Data in Mixed Methods Research--

Challenges and Benefits. Journal of education and learning, 5(3), pp.288-296. 

Amanchukwu, R.N., Stanley, G.J. and Ololube, N.P. (2015). A review of leadership theories, 

principles, and styles and their relevance to educational management. Management, 5(1), pp.6-

14. 

Amichai-Hamburger, Y. (2013). The social net: Understanding our online behavior. OUP Oxford. 

Amini, M.Y., Mulavizada, S.  and Nikzad, H. (2019). The impact of Autocratic, Democratic, and 

Laissez-Faire Leadership Style on Employee Motivation and Commitment: A case of Afghan 

Wireless Communication Company (Awcc). Journal of Business and Management,21 (6), 

pp.45-50. 

Anon., (2019). Mining Review Africa. [Online]  

Available at: https://www.miningreview.com/gold/leadership-mining-south-africa-important/. 

[Accessed 06 04 202]. 

Ary, E Jacobs A. and Razavieh, B. (2015) Business Research Methods. Oxford: Oxford 

University Press. 

Awan, A. G. and Saeed, S. (2015). Conflict Management and Organizational Performance: A 

Case Study of Askari Bank Ltd. Research Journal of Finance and Accounting, 6(11), pp. 88-

102. 



 73 
 

Barbour, R. (2014). Introducing Qualitative Research: A Student's Guide. 2nd ed. London: Sage 

Publications. 

Barki, H. and Hartwick, J. (2001). Interpersonal conflict and its management in information 

systems development, MIS Quarterly, 25(2),pp.217-50. 

Barling, J., Weber, T. and Kelloway, E. K. (1996). Effects of transformational leadership training 

on attitudinal and financial outcomes: a field experiment. Journal of Applied Psychology,6, pp. 

827-832. 

Bass, B. and Bass, R. (2008). The Bass Handbook of Leadership: Theory, Research, and 

Managerial. NY, NJ: Free Press. 

Bass, B. M. and Avolio, B. J. (1994). Improving organizational effectiveness through 

transformational leadership.Thousand Oaks: CA: Sage. 

Bass, B. M. and Avolio, B. J. (1995). MLQ Multifactor leadershipquestionnaire, Redhood city: 

CA: Mind Garden. 

Bass, B. M. and Riggio, R. E. (2006). Transformational Leadership.Psychology Press. 

Bass, B. M. (1985). Leadership and Performance Beyond Expectations. New York: Free- Press. 

Bass, B. M. (1990). Bass and Stogdill’s Handbook of Leadership: Theory, Research, and 

Managerial. New York: The Free Press. 

Bass, B. M. (1997). Does the transactional–transformational leadership paradigm transcend 

organizational and national boundaries?.American psychologist, 52(2), pp. 130-139. 

Bass, B. M. (1999). Two decades of research and development in transformational leadership. 

European journal of work and organizational psychology, 8(1), pp. 9-32. 

Bass, B. (2015). Bass & Stogdill's handbook of leadership.3rd ed. New York: Free Press. 

Bass, B.M. and Riggio, R.E. (2006). Transformational leadership. PsychologyPress. 



 74 
 

Bateman, TS and Snell, SA, (2007). Management – Leading & Collaborating in the Competitive 

World. 8th Edition. New York: McGraw-Hill. 

Bend, R., Bleijenbergh, I., Henttonen, E. and Mills, A. J. (2017). The Oxford Handbook of 

Diversity in Organisations. 1st ed. New York: Oxford University Press. 

Beyer, J. M. (1999). Taming and promoting charisma to change organizations.The Leadership 

Quarterly, 10(2), pp. 307-330. 

Braun, S., Weisweile, S. and Frey, D. (2013). Transformational leadership, job satisfaction, and 

team performance: A multilevel mediation model of trust. The Leadership Quarterly, 24(1), pp. 

270-283. 

Bryman, A. (2015). Social research methods. Oxford University Press. 

Burns, J. M. (1978). Leadership. New York, Harper and Row. 

Burton, J. (1990). Conflict: Human Needs Theory. (Online). Available from: 

file:///C:/Users/Mpho/Downloads/1990_Bookmatter_ConflictHumanNeedsTheory.pdf (Viewed 06 

January 2021). 

 

Caincross , E. and Kisting, S. (2016). Platinum and Gold Mining in South Africa: The context of 

theMarikana Massacre. New solutions: a journal of environmental and occupational health 

policy, 25(4), pp. 513-534. 

Chan,Y. and Cheng, F.C. (2012). Situational Leadership Principles .New York:Springer 

Publishing. 

Chandolia, E. and Anastasiou, S. (2020). Leadership and Conflict Management Style are 

Associated with the Effectiveness of School Conflict Management in the Region of Epirus, NW 

Greece. European Journal of Investigation in Health, Psychology and Education, 10(1), pp. 455-

468. 

file:///C:/Users/Mpho/Downloads/1990_Bookmatter_ConflictHumanNeedsTheory.pdf


 75 
 

Charry, K. (2012). Leadership Theories-8 Major Leadership Theories. Retrieved March 23, 2020 

fromhttp. psychology. about. com/od/leadership/p/leadtheories. htm. 

Chathury, A.S. (2008). Servant leadership in a large South African business organization. 

(Unpublished master’s thesis).University of South Africa, Pretoria. 

Chaudhry, A. Q. and Javed, H. (2012). Impact of transactional and laissez faire leadership style 

on motivation. International Journal of Business and Social Science, 3(7), pp. 258-264. 

Chukwusa, J. (2018). Autocratic Leadership Style: Obstacle to Success in Academic Libraries. 

Library Philosophy and Practice (ejournal), p. 1. 

Chun, J. U., Cho, K. and Sosik, J. J. (2016). A multilevel study of group‐focused and 

individual‐focused transformational leadership, social exchange relationships, and performance 

in team. Journal of Organizational Behavior, 37(3), pp. 374-396. 

Creswell, J.W. and Clark, V.L.P. (2013). Designing and conducting mixed methods research. 

Sage publications. 

Dalluay, V. S. &Jalagat, R. C. (2016). Impacts of Leadership Style Effectiveness of Managers 

and Department Heads to Employees’ Job Satisfaction and Performance on Selected Small-

Scale Businesses in Cavite. Philippines. International Journal of Recent Advances in 

Organizational Behaviour and Decision Sciences (IJRAOB), 2(2), pp. 734-751. 

De Dreu, C. K. (2008). The virtue and vice of workplace conflict: Food for (pessimistic) thought. 

Journal of Organizational Behavior: The International Journal of Industrial, Occupational and 

Organizational Psychology and Behavior, 29(1), pp. 5-18. 

Derue, D. S., Nahrgang, J. D., Wellman, N. E. D. & Humphrey, S. E., 2011. Trait and behavioral 

theories of leadership: An integration and meta‐analytic test of their relative validity. Personnel 

psychology, 64(1), pp. 7-52. 



 76 
 

Dionne, S. D., Yammarino, F. J., Atwater, L. E. and Spangler, W. D., (2004). Transformational 

leadership and team performance. Journal of Organizational Change Management, 17(2), pp. 

117-193. 

Dirks, K. T. and Parks, J. M. (2003). Conflicting Stories: The State of the Science of Conflict. In: 

L. E. Associates, ed. J.Greenberg (Ed.). NJ: Hillsdate, pp. 283-324. 

Dlamini, M. M. (2018). The impact of transformational, transactional and laissez-faire leadership 

styles on employee performance in Rand Water (Doctoral dissertation, Potchefstroom Campus: 

North-West University (South Africa). 

Doucet, O., Poitras, J. and Chênevert, D. (2009). The impacts of leadership on workplace 

conflicts. International Journal of Conflict Management, 20(4),pp.340-354. 

Drescher, G. and Drescher, G. (2017). Delegation outcomes: perceptions of leaders and 

follower’s satisfaction. Journal of Managerial Psychology, 32(1), pp. 2-15. 

Dunham-Taylor, J. (2000). Nurse executive transformational leadership found in participative 

organizations. JONA: The Journal of Nursing Administration, 3(5), pp. 241-250. 

Edwards, R., and Holland, J. (2013). What is qualitative interviewing? (1st ed.). London: 

Bloomsbury Publishing Plc. 

Fajana, S. (2000) .Industrial relations in Nigeria, theory and practice, 2nd edition. Lagos, Labofin 

and Company. 

Fereday, J. and Muir-Cochrane, E. (2006). Demonstrating rigor using thematic analysis: A 

hybrid approach of inductive and deductive coding and theme development. International 

Journal of Qualitative Research, 5, 80-92. 

Fey, C. F., Adaeva, M. and Vitkovskaia, A. (2001). Developing a model of leadership styles: 

what works best in Russia?. International Business Review, 10(6), pp. 615-643. 



 77 
 

Fisk, G. M. and Friesen, J. P. (2012). Perceptions of leader emotion regulation and LMX as 

predictors of followers' job satisfaction and organizational citizenship behaviors.The Leadership 

Quarterly, 23(1), pp. 1-12. 

Gill, F., Alcover, C.M., Peiró, J.M., Rico, R., Alcover, C.M. and Barrasa, Á. (2005). 

Change‐oriented leadership, satisfaction and performance in work groups. Journal of 

Managerial Psychology ,20(3/4), pp.312-328. 

Gill, R. (2006). Theory and Practice of Leadership.London: Sage Publications. 

Giltinane, L. (2013). Leadership styles and theories. Nursing Standard, 27(41), 35-39.  

Glynn, M.A. and DeJordy, R., 2010. Leadership through an organization behavior 

lens. Handbook of leadership theory and practice, pp.119-157. 

Rowe, W. G., and Guerrero, L. (2016). Cases in leadership (4th ed.). Thousand Oaks, CA: 

Sage.lens. Handbook of leadership theory and practice, pp.119-157. 

Gonos, J. and Gallo, P. (2013). Model for leadership style evaluation. Management: journal of 

contemporary management issues, 18(2), pp. 157-168. 

Gopaul, K. (2019). South African production: important but no longer globally significant. 

[Online] World Gold Council. Available at: https://www.gold.org/goldhub/gold-

focus/2019/06/south-african-production-important-no-longer-globally-significant [Accessed 5 

Feb. 2020]. 

Govender, S. (2016). The role of leadership in healthcare service delivery at Addington Hospital 

(Doctoral dissertation). 

Grove, S. K., Gray, J. R. and Burns, N. (2015). BOPOD - Understanding Nursing Research: 

Building an Evidence-Based Practice. 6th ed. St Louis: Elsevior Sanders. 

Hedley,S.L. and Buckland,S.T. (2018). Spatial models for line transact sampling. Oxford 

University Press ,Delhi. 



 78 
 

Henry, O. (2009). Organizational conflict and its effects on organizational performance. 

Research Journal of Business Management, 2(1), pp. 16-24. 

Hill, D., 2008. Business research methods. Boston: McGraw-Hill/Irwin. 

Hinkin, T. &Schriesheim, C. (2008). A theoretical and empirical examination of the transactional 

and non-leadership dimensions of the multifactor leadership questionnaire MLQ).The 

Leadership Quarterly, 19 (5), pp. 501-513. 

Hodges, J. and Martin, G. (2012). Can leadership branding work in theory and practice to 

resolve the integration-responsiveness problems facing multinational enterprises? The 

International Journal of Human Resource Management, 23(18), pp.3794-3812. 

Høigaard, R., Jones, G.W. and Peters, D.M. (2008). Preferred coach leadership behaviour in 

elite soccer in relation to success and failure. International Journal of Sports Science & 

Coaching, 3(2), pp.241-250. 

Holloway, J. B. (2012). Leadership Behavior and Organizational Climate: An Empirical Study in 

a Non-Profit Organization. Leadership Behavior and Organizational Climate: An Empirical Study 

in a Non-Profit Organization, 5(1), pp. 9-35. 

Hunt, J. G. (1999). Transformational/charismatic leadership's transformation of the field: An 

historical essay. The Leadership Quarterly, 10(2), pp. 129-144. 

Janse, B. (2018). Authoritarian Leadership. [Online] Available at: 

https://www.toolshero.com/leadership/authoritarian-leadership/ [Accessed 19 04 2020]. 

Javed, H. A., Jaffari, A. A. and Rahim, M. (2014). Leadership styles and employees " job 

satisfaction: A case from the private banking sector of Pakistan. Journal of Asian business 

strategy, 4(3), pp. 41-50. 

Jehn, K.A. (1995). A multimethod examination of the benefits and detriments of intragroup 

conflict. Administrative science quarterly,(40) 2,pp.256-282. 



 79 
 

Johnson, D.W. and Johnson, R.T. (1996). Conflict resolution and peer mediation programs in 

elementary and secondary schools: A review of the research. Review of educational research, 

66(4), pp.459-506. 

Judge, T. A. and Piccolo, R. F. (2004). Transformational and transactional leadership:a meta-

analytic test of their relative value. Journal of Applied Psychology, Volume 89 (5), pp. 755-768. 

Kalu , D. C. and Okpokwasili , N. P. (2018). IMPACT OF AUTOCRATIC LEADERSHIP STYLE 

ON JOBPERFORMANCE OF SUBORDINATES IN ACADEMIC LIBRARIES IN PORT 

HARCOURT, RIVERS STATE, NIGERIA. International Journal of Research, 6(10), pp. 212-220. 

Kammerhoff, J., Lauenstein, O. and Schütz , A. (2019). Leading toward harmony–Different 

types of conflict mediate how followers’ perceptions of transformational leadership are related to 

job satisfaction and performance. European Management Journal, 37(2), pp. 210-221. 

Kazimoto, P. (2013). Analysis of conflict management and leadership for organizational change. 

International Journal of Research in Social Sciences, 3(1), pp.16-25. 

Kern, R. (2016). Research Methodology: A Step-by-Step Guide for Beginners. 4th ed. London: 

Sage Publications. 

Kimura, T. (2012). Transformational leadership and job satisfaction: The mediating effects of 

perceptions of politics and market orientation in the Japanese context. International Journal of 

Business Science & Applied Management (IJBSAM), 7(1), pp.29-42. 

Koech, P. M. and Namusonge, G. S. (2012). The effect of leadership styles on organizational 

performance at state corporations in Kenya. International Journal of Business and Commerce, 

2(1), pp. 1-12. 

Kolisang, L.O. (2011). Exploring the relationship between leadership and organisational culture 

(Doctoral dissertation, North-West University). 

Larsson, J. and Vinberg, S. (2010). Leadership behaviour in successful organisations: Universal 

or situation-dependent?. Total quality management, 21(3), pp. 313-334. 



 80 
 

Lederach, J.P. (2017). Conflict Transformation. (Online). Available from: 

https://www.beyondintractability.org/essay/transformation (Viewed 06 January 2021). 

Leedy, P.D. and Ormrod, J.E. (2005). Practical research. Pearson Custom. 

Long, C.S., Yusof, W.M.M., Kowang, T.O. and Heng, L.H. (2014). The impact of 

transformational leadership style on job satisfaction. World Applied Sciences Journal, 29(1), 

pp.117-124. 

Lowe, K. B., Kroeck, K. G. and Sivasubramaniam, N. (1996). Effectivensscorelates of 

transformation and transactional leadership: a meta-analytic review of the MLQ literature. The 

Leadership Quarterly, 7(3), pp. 385-425. 

Mahlangu, A. (2018). Leadership behaviour value in two sessions. Los Angeles : Sage 

Publications. 

Maley, C. H. (2012). Project management concepts, methods, and techniques. New York: 

Taylor and Fracncis group. 

Maqsood, S., Bilal, H., Nazir, S. and Baig, R. (2013). Manager’s leadership styles and 

employee’s job satisfaction. Human and Social Science Research, 1(2), pp.139-144. 

Maré, Z. (2007). Leader empowering behaviour, organisational commitment and turnover 

intention within the gold mining industry (Doctoral dissertation, North-West University). 

McCleskey, J. A. (2014). Situational, transformational, and transactional leadership and 

leadership development. Journal of Business Studies Quarterly, 5(4), p. 117. 

McKenzie, C. (2002). DEVELOPING A CCO-CONFLICT COMPETENT ORGANISATION. 

MANAGEMENT-AUCKLAND-, 49(2), pp.34-38. 

Mehmood, Z. U. I. and Arif, M. I. (2011). Leadership and HRM: Evaluating new leadership styles 

for effective human resource management. International Journal of Business and social 

science, 2(15). 

https://www.beyondintractability.org/essay/transformation


 81 
 

Memon, J. (2014). Leadership as distributed a matter of practice. School Leadership and 

Management, 25 (4): 349-366.  

Mihai, L., SchiopoiuBurlea, A. and Mihai, M. (2017). Comparison of the leadership styles 

practiced by Romanian and Dutch SME owners. International Journal of Organizational 

Leadership, Volume 6, pp. 4-16. 

MineralsCouncil (2018). Minerals Council.[Online]  

Available at: https://www.mineralscouncil.org.za/sa-mining [Accessed 29 March 2020]. 

Mokgolo, M. M., Modiba, M. and Mokgolo, P. (2012). Transformational leadership in the South 

African public service after the April 2009 national elections. SA Journal of Human Resource 

Management, 10(1), pp. 1-9. 

Montano, D., Reeske, A., Franke, F. and Hüffmeier, J. (2017). Leadership, followers' mental 

health and job performance in organizations: A comprehensive meta‐analysis from an 

occupational health perspective. Journal of Organizational Behavior, 38(3), pp. 327-350. 

Musgrave, J., Savin-Baden, M. and Stobbs, N. (2017). Studying for Your Early Years Degree: 

Skills and knowledge for becoming an effective practitioner. St Albans: Critical Publishing. 

Myers, M.D. (2019). Qualitative research in business and management. Sage Publications 

Limited. 

Nawaz, Z.A.K.D.A. and Khan_ PhD, I. (2016). Leadership theories and styles: A literature 

review. Leadership, 16(1), pp.1-7. 

Neingo, P. N. and Tholana, T. (2016). Trends in productivity in the South African gold mining 

industry. The Journal of South African Institute of ofMIning and Metallurgy, 116(3), pp. 283-290. 

Northouse, P. G. (2010). Leadership: Theory and Practice. 5th ed. Thousands oaks, CA: SAGE. 

Northouse, P. G. (2015). Leadership: Theory and practice ( 7thed). s.l., 

ThousandsOaks,CA:Sage. 



 82 
 

Nowell, L.S., Norris, J.M., White, D. E. and Moules, N.J. (2017). Thematic analysis: Striving to 

meet the trustworthiness criteria. International Journal of Qualitative Methods, 16(1), 1-13. 

Obasan Kehinde, A. (2011). Impact of conflict management on corporate productivity: An 

evaluative study. Australian Journal of Business and Management Research, 1(5), pp. 44-49. 

Odumeru, J. A. and Ogbonna, I. G. (2013). Transformational vs. transactional leadership 

theories: Evidence in literature. International Review of Management and Business Research, 

2(2), p. 355. 

Oshagbemi, T. &Ocholi, S. A. (2013). Influences on leadership behaviour: a binomial logit 

model. International journal of social economics, 40(2), pp. 102-115. 

Pauliene, R. (2012). Transforming leadership styles and knowledge sharing in a multicultural 

context. Business, Management & Education, 10(1), pp.91-109. 

Phakathi, S.T., 2017. Production, safety and teamwork in a deep-level mining workplace: 

Perspectives from the rock-face. Emerald Group Publishing. 

Phakathi, S.T. (2010). Workplace change and frontline supervision in deep-level gold mining: 

managerial rhetoric or practice?. Transformation: Critical Perspectives on Southern Africa, 

72(1), pp.181-204. 

Posthuma, R.A., White, G.O., Dworkin, J.B., Yánez, O. and Swift, M.S. (2006). Conflict 

resolution styles between co‐workers in US and Mexican cultures. International Journal of 

Conflict Management, 17(3), pp242-260. 

Qsrinternational.com. (2020). Flexible solutions for your qualitative research needs [online].    

Available from http://www.qsrinternational.com/nvivo-product/nvivo12-for-windows [Accessed 10 

November 2020].  

Rapatsa, M. and Matloga, N. (2014). The practice of strikes in South Africa: Lessons from the 

Marikana quagmire. Journal of Business Management & Social Sciences Research, 3(5), p.114. 



 83 
 

Rizi, R. M., Azadi, A., Farsani, M. E. and Aroufzad, S. (2013). Relationship between leadership 

styles and job satisfaction among physical education organizations employees. European 

Journal of Sports and Exercise Science, 2(1), pp. 7-11. 

Rubin, J. and Babbie A. (2010). Qualitative Psychology: A Practical Guide to Research 

Methods. 3rd ed. London: Sage Publications. 

Saeed, T., Almas, S., Anis-ul-Haq, M. and Niazi, G.S.K. (2014). Leadership styles: relationship 

with conflict management styles. International Journal of Conflict Management,25 (3),pp.214-

225 

Sandhu, S. J., Farooqi, Y. A. and Sajid, M. R. (2013). Linking Leadership Styles with Workplace 

Cognitive/task Conflict. Middle-East Journal of Scientific Research, 17(6), pp. 805-813. 

Sarantakos, S. (2013). Social Research. 4th ed. London: Palgrave Macmillan. 

Saunders, M.N. and Lewis, P. (2012). Doing research in business & management: An essential 

guide to planning your project. Pearson. 

Sayadi, Y. (2016). The effect of dimensions of transformational, transactional, and non-

leadership on the job satisfaction and organizational commitment of teachers in Iran. 

Management in Education, 30(2), pp. 57-65. 

Schyns, B. and  Schilling, J. (2013). How bad are the effects of bad leaders? A meta-analysis of 

destructive leadership and its outcomes.The leadership quartely, 24(1), pp. 138-158. 

Sehrawat, A. and Sharma, T. (2014). Leadership and conflict management style among Indian 

managers. International Journal of Scientific & Engineering Research, 5 (5),PP.145-152. 

Sieber, J.E. (2012). The ethics of social research: Surveys and experiments. Berlin: Springer 

Verlag. 



 84 
 

Skogstad, B., Hetland, J., Glaso, L.  and Einarsen, S. (2014). Is avoidant leadership a root 

cause of subordinate stress?longitudinal relationships between laissez-faire leadership and role 

ambiguity. Work and stress, 28, pp. 323-341. 

Statistics South Africa, (2015). The decreasing importance of gold mining in South Africa. 

[Online] Available at: http://www.statssa.gov.za/?p=4252 [Accessed 30 March 2020]. 

Statistics South Africa, (2015). The decreasing importance of gold mining in South Africa. 

[Online] Available at: http://www.statssa.gov.za/?p=4252 [Accessed 30 March 2020]. 

Statistics South Africa, (2017). South African Statistics. [Online] Available at 

http://www.statssa.gov.za/?p=9720 [Accessed 29 March 2020] 

Stuckey,R.B. (2013). Educational Research: Quantitative, Qualitative, and Mixed Approaches. 

5th ed. Thousand Oaks: Sage Publications. 

Tepper, B. J. et al., (2018). Examining follower responses to transformational leadership from a 

dynamic, person–environment fit perspective. Academy of Management Journal, 61(4), pp. 

1343-1368. 

Thomas, K. W. (1976). Conflict and Conflict Management. In: Handbook of industrial and 

organizational psychology. Chicago: Rand McNally, pp. 889-935. 

Trochim, M.K. (2012). Professor, policy analysis and management. Cornell University. 

Uzohue, C.E., Yaya, J.A. and Akintayo, O.A. (2016). A review of leadership theories, principles, 

styles and their relevance to management of health science libraries in Nigeria. Journal of 

Educational Leadership and Policy, 1(1), pp.17-26. 

Van der Westhuizen, A.C. (2014). Exploring strategy implementation in major South African 

gold mines (Doctoral dissertation). 



 85 
 

Voegtlin, C., Patzer, M. and Scherer, A.G. (2012). Responsible leadership in global business: A 

new approach to leadership and its multi-level outcomes. Journal of Business Ethics, 105(1), 

pp.1-16. 

Wan Omar, W. A. & Hussin, F. (2013). Transformational leadership style and job satisfaction 

relationship: A study of structural equation modeling (SEM). International Journal of Academic 

Research in Business and Social Sciences (IJARBSS, 3(2), pp. 346-365. 

Wani, H. 92013). Conflict Resolution and Conflict Transformation: Some Reflections. (Online). 

Available from: 

https://www.researchgate.net/publication/312146655_Conflict_Resolution_and_Conflict_Transfo

rmation_Some_Reflections (Viewed 06 January 2021). 

Wang, G., Oh, I. S., Courtright, S. H. and Colbert, A. E. (2011). Transformational leadership and 

performance across criteria and levels: A meta-analytic review of 25 years of research. Group & 

organization management, 36(2), pp. 223-270. 

Welman, J. Kruger, R and Mitchell, E (2016). Empirical Political Analysis, Quantitative and 

Qualitative Research Methods. 7th ed. Cram 101 Publications. 

Wilson, R. (2014). Mastering Project Management Strategy and Processes: Proven Methods to 

Meet Organizational Goals. FT Press. 

Wu, W., Liu, Y., Song, L. J. and Liu, J. (2006). “Effects of organizational leadership on 

employeecommitment: the moderating role of emotional intelligence”. Journal of Psychology 

inChinese Societies,7(2), pp. 283-306. 

Yahaya, R. and Ebrahim, F. (2016). Leadership styles and organizational commitment: literature 

review. Journal of Management Development, 35(2), pp. 190-216. 

Yang, I. and Li, M. (2017). Can absent leadership be positive in team conflicts?. International 

Journal of Conflict Management, 28(2),pp146-165. 

Yukl, G. A. (2013). Leadership in organizations. 8 ed. Boston, MA: Pearson. 

https://www.researchgate.net/publication/312146655_Conflict_Resolution_and_Conflict_Transformation_Some_Reflections
https://www.researchgate.net/publication/312146655_Conflict_Resolution_and_Conflict_Transformation_Some_Reflections


 86 
 

Yukl, G. (1999). An evaluation of conceptual weaknesses in transformational and charismatic 

leadership theories.The leadership quarterly, 10(2), pp. 285-305. 

Yukl, G. (2006). Leadership in organisations. 6th ed. Upper Saddle, NJ: Pearson Prentice Hall. 

Yukl, G., O'Donell, M. & Taber, T., 2009. Influence of leadership behaviours on the leader-

member of exchange relationship. Journal of managerial psychology, 24(4), pp. 289-29 

 

 

 

 

 

 

 

  

 

 

7 Appendix A: Informed Consent Letter 

 

 



 87 
 

 

 

 

 

 

 

 

Private Bag X6001, Noordbrug 
South Africa 2522 

Tel: 018 299-2000 
Fax: 018 299-2999 
Web: http://www.nwu.ac.za 

11  August 2020 

To whom it may be concerned 

 

INFORMED CONSENT TO PARTICIPATE IN AN INTERVIEW 

 

Date: ________________________ 

 

Interviewee code: _______________________    Interviewee signature: _______________________ 

 

Invitation 

My name is Thato Mathole and I am an MBA student at the North-West University 

Business School and you are hereby invited to participate in this post-graduate research 

study. Before you decide whether you would like to take part, it is important for you to 

understand the reason to why the research is being conducted, what your participation 

will contain and what the process consists of. Please take your time to read the 

following information carefully. You are welcome to ask any questions for clarification if 

you so wish before making your final decision. A permission will be ask to record the 

interview.  

 

Study topic 

The aim of the study is to investigate leadership behaviours adopted on conflict 

resolutions with a focus of gold mining production teams in Carletonville. 

  

Study origin 
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This is a post-graduate project initiated and conducted as part of a master’s (business 

administration) mini-dissertation. Therefore, this research project has been approved by 

the North-West University - Faculty of Economic and Management Science’s Ethics 

Committee (Ref number: [To be determined]). 

 

Who will be taking part in the study? 

The target population includes senior, middle and lower level employees.The sample 

would include participants who have differences in terms of factors such as their ethnic 

background, age and gender to ensure that the research sample is diverse. To be able 

to complete to participate in the interview, participants should be an employee at a 

selected gold mine and work in the mining department. 

  

Do I have to participate? 

It is important to note that although your participation will be highly appreciated and 

critical to the success of the research study, your participation is completely voluntarily, 

and you are allowed to withdraw from the process at any stage if you wish to do so, 

without any negative consequences.    

  

How will the data be collected?  

The face to face interview will take ±50 minutes with each respondents with Covid-19 

social distancing maintained.  

 

How will my responses and information be kept confidential? 

The interview will be scheduled according to the availability of the participant. Your 

identity and that of the organisation will remain entirely confidential and no personal 

information will be requested. Therefore, you are not required to provide your name or 

surname. The questions of the interview are only numbered for quality data capturing 

processes. The recording tape will be kept safe by the researcher for transcribing.  

 

What are the risks involved? 



 89 
 

This study has been classified as minimum risk and you are only asked to provide about 

50 minutes of your time to answer the questions that will be asked during the interview. 

The risks involved in taking part are minimal and alleviated by the anonymous-nature of 

the interview.  

  

What will happen to the results? 

Once the data analysis is completed, the anonymised results will be reported in the 

researcher’s dissertation. The findings will also be used to provide a general report to 

the organisations who took part in the study, if requested. The report will include 

feedback on the investigation of leadership behaviour that are adopted on conflict 

resolutions in mining production teams, a case of a selected gold mine Carletonville.  

The final copy of the full report findings will be held by the North-West University. 

Furthermore, the anonymised data and results may be used for peer-reviewed 

academic publications in journals or to present at conferences. At no point will individual 

results be reported only the total group results.  

 

Who can I contact for more information or to ask questions? 

For more information about this study please contact the researcher using the following contact details:  

 

If you have ANY questions or concerns, you are welcome to contact the researchers: 
 

Researcher: 

Miss Thato Mathole 

Master’s candidate: 

Master’s in business Administration 

student 

thatomathole40@gmail.com 

Research supervisor: 

Dr Kaizer Ndlovu 

Senior Lecture: 

Technology management 

35181680@nwu.ac.za 
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INTERVIEW GUIDE FOR SENIOR LEVEL EMPLOYEES 

Title: Investigating leadership behaviours adopted on conflict resolutions: a 

case of gold mining production teams in Carletonville 

Section A: Biographical information (applicable to all employees selected) 

The following information is needed to enable meaningful data analysis. I appreciate your 

help in providing this important information. Please complete all question to the best of 

your ability.  

 

1. What is your gender? (Tick one)  

                Male              (       )  

                Female          (       ) 

  Other              (     ) 

2. What is your age? (Tick one)  

                 18-30            (       )  

                 31-40            (       )  

                 41-50            (       )  

                50 and above (       ) 

3. How long have you worked for this company?  

            1- 2 years.          (       )  

            3- 5 years           (       )    

           Over 5 years.       (       ) 

 

INTERVIEW QUESTIONS FOR SENIOR LEVEL EMPLOYEES 

Section B: Leadership behaviour and characteristics 

4. What kind of behaviour do you display towards your sub-ordinates? 

5. What do you think is the ideal behaviour that they want you to display? Please 

elaborate. 

6. In your opinion, do you think that your sub-ordinates are motivated? If yes, what 

how do you do that?  

7. How is the relationship between you and your subordinates? ( is it an open door 

relationship, merely transactional, you tell them what to do or you are not part of 

the decision making). 
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8. In your opinion, do you think you are able to delegate work efficiently, if so, how? 

(you tell them how the work will be carried out, who is responsible for what)  

9. Do your subordinates take part in decision making when you are discussing 

work-related issues (do you give the chance to voice out their opinions or 

suggestions or you simply tell them what they must do). 

10. How do you give them feedback on their work performance? (You tell them about 

their performance, you keep quite). 

11. Do you see yourself as a transformational, transactional, laissez-faire or 

autocratic leader? Please explain.                        

Section C: Conflict resolution 

12. What are the main causes of conflicts in mining production teams? 

13. Is it based on the work, the employees, or management? Please explain. 

14. What is the role of a manager during conflict resolutions? (To resolve problems, 

to take sides, to eliminate the problem? 

15. How do you solve conflicts? (By making sure that you know the cause? 

Understanding everyone’s interests?  

 

 

Thank you for participating in this research study, it is much appreciated. 

 

 

 

 

 

 

 

 

 

INTERVIEW GUIDE FOR MIDDLE AND LOWER LEVE EMPLOYEES 

Title: Investigating leadership behaviours adopted on conflict resolutions: a 

case of gold mining production teams in Carletonville 

Section A: Biographical information (applicable to all employees selected) 
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The following information is needed to enable meaningful data analysis. I appreciate your 

help in providing this important information. Please complete all question to the best of 

your ability.  

 

1. What is your gender? (Tick one)  

                Male              (       )  

                Female          (       ) 

  Other              (     ) 

2. What is your age? (Tick one)  

                 18-30            (       )  

                 31-40            (       )  

                 41-50            (       )  

                50 and above (       ) 

3. How long have you worked for this company?  

            1- 2 years.          (       )  

            3- 5 years           (       )    

           Over 5 years.       (       ) 

 

INTERVIEW QUESTIONS FOR MIDDLE and LOWER LEVEL EMPLOYEES 

Section B: Leadership behaviour and characteristics 

4. What kind of behaviour does your supervisor display towards you? 

(Communicate with you, motivate you, you are given a chance to take your own 

decisions, relationship is transactional or your supervisor wants things to be done 

his way). 

5. What do you think is the ideal behaviour that you want your supervisor to 

display? Please elaborate 

6. In your opinion, do you feel motivated? If yes, how does he motivate you? 

Through coaching? Mentoring? Appraisals?  

7. How is the relationship between you and supervisor? (Is it an open door 

relationship, merely transactional, he tells you what to do or you are part of the 

decision making). 

8. In your opinion, do you think your supervisor is able to delegate work efficiently, if 

so, how? (He explains how the work will be carried out and who is responsible for 

what).  
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9. Does your supervisor allow you to take part in decision making when you are 

discussing work related issues. (Are you given a chance to voice out your 

opinions or suggestions or he simply tells you what you must do). 

10. How does your supervisor give you feedback on your work performance?  

   

Section C: Conflict resolution 

11. What are the main causes of conflicts in mining production teams? 

12. Is it based on the work, the employees, or management? Please explain. 

13. How does your manager handle conflicts?  (In other words does he become 

involved, expect the team to sort it out by themselves, he is absent). Please 

elaborate. 

 

 

Thank you for participating in this research study, it is much appreciated. 
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