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ABSTRACT 

This research was undertaken because there is a high level of conflict among school 

teachers. The seriousness of the confiict is that it has a negative ctTect "hen it is not 

handled constructive ly . I f it is not prevented as early as possible. it can be escalated 

and become destructive. The researcher was further prompted by the lact that e en 

though much research has been done among schoolteachers in chools. little has been 

done to prevent the unnecessary conflict. As a result of the high level of conflict 

incidents that arc currently prevalent amongst schoo l teacher in M oses Kotane East. 

the researcher fClt that there is a need for a great dea l of rest.:arch on how to handle 

r..:on fl ict among schoo l teachers. 

There arc ixty-fi ve (65) schoo ls in Moses Kotane East. fourh:cn ( 14) high schoo ls. 

eight combined schoo ls (8) and fort) -three (43) primary schools. There is one 

thousand. fo ur hundred and tift) ( 1450) teacher. including principals. deputies and 

head of departments. The researcher emplo)ed imple random sampling because 

e cr) member of the population w ill have equal and independent chance of being 

inc luded in the sample. ixtecn ( 16) schools \\ ere sampled. e\en (7) primar) schools. 

lour (4) combined schools and five (5} secondary chools. From each selected 

sccondar) schoo l eleven (I I ) respondents comprising educntors. site managers. heads 

of department or deputy and from each primary school ten ( I 0) respondents were 

selected consisting o f teachers. site managers. heads or departments or deputy and 

from each u fthe three (3) selected combined schools eight (8) respondents comprising 

site managers. heads of departments or deputy were sampled. From another combined 

schoo l seven (7) respondents consisting o f site manager, head of' department and 

teachers "ere al o sample. The total number or respondents "as one hundred and 

lil't)-six (156). 

T he , tud) " as guided b) the folio" ing research questions: ~hat is the effecti \ c and 

rcle\ ant model for hand I ing conflict among school teacher ? What arc the types of 

con flict that occur among teachers of Moses Kotane East? What arc the con equcnces 

o f these conflicts? What are the strategies for resolving conflicts? What is the role o f 

the site manager in conflict management? What arc the guidelines for handling 

conflict among teachers in schoo ls? 
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The purpose or this study was to determine how to handle conflict among teachers in 

schools. The aim or this study was also to assc s and di cuss the effective model for 

handling connict among school teachers in M oses Kotane Ca t. Ba cd on research 

findings. the aim \\aS to present guidelines or strategic for minimizing exaggerated 

locus or contlict amorig schoolteachers. The study \\a quantitative in nature and data 

\\aS collected through literature revie\\ and questionnaire. Minitab Statistical 

Package. version fourteen ( 14) was used to captun.: and analyse the data. The 

fo f to-., i ng findings emerged from the data ana lysis: 

• That unlimited resources are the major causes o f"contlict. 

• When conflic t is handled constructi vely. it promote growth and problern 

so lving. 

• A Code of conduct for teachers and other additional rules should be drawn for 

the teacher . 

• Good mediation b} the school manager can keep the conflict at the minimal 

le\ el. 

13ascd on the findings it is recommended that tcachcrs should know the different 

strategies for hand I ing con tl ict. They should kno" ho" and "hen to usc those 

strategies. The efTective model for handling conflict among schoo l teachers is 

therel(m.: very important. A model suggested in this study is a clynarn ic rnu lti­

clirncnsional model for contlict reso lution because the phenomenon dealt is by nature 

multi-faceted. 

KEY WORDS 

• Conflict 

• llandling Conllict 

• A model 

• . chool teacher 

• loses Kotane East 
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CHAPTER 1 

ORIENTATION 

1.1 lNTRODUCTION 

Conflict is a fact of daily life and living (Heaney, 200 1: 199). The potential for conflict is 

prevalent all around us. It is a universal phenomenon wherever people, with their diverse, 

unique natures work for the same organization. It is present in a wide range of social 

relationships and occurs in a particular individual , between different individuals and between 

groups. A model for handling conflict among school teachers is therefore very important to 

equip teachers with the necessary strategies of handling conflict. 

Anstey (2004:6) says conflicts exists in relationships when parties believe that their aspiration 

cannot be achieved simultaneously, or perceive divergence in their values, needs, or interests 

and purposefully employ their power in an effort to eliminate, defeat, neutralise, or change 

each other to protect or fiuther their interests in the interaction. Understanding of another 

culture's difference from one' s own is a necessary step towards accommodation of the 

differences, or adaptation (Carter, 2002:9). Conflict resolution as both a professional practice 

and academic field is highly sensitive to culture. In western cultural context, such as Canada 

and the United States, successful conflict resolution usually involves fostering 

communication among disputants, problem solving and drafting agreements that meet their 

underlying needs (Wikipedia, 2008:1). 

Conflict resolution is the interdisciplinary study and learning resolution of conflict. Because 

conflict itself is unavoidable and contains within itself the potential for both positive and 

negative effects, conflict resolvers aim to find ways to make conflict as constructive and 

cheap as possible for everyone involved (Wikipedia, 2008:1). Loock, Campher, du Preez, 

Grobler and Shaba (2003:26) argue that any education leader who wishes to solve conflict 

effectively in his or her school must acquire certain skills and attitudes in this regard, 

irrespective of whether he or she activated the conflict or not. ZanoW (2008:3) states that 

conflict management and problem solving is a process and generally does not come naturally. 

Through education and training the process can be learned. The process is a structured direct 



dialogue or mediation and consists of a problem solving approach. There is the need for 

greater knowledge and application of conp.ict resolution theories and practices, and we, as 

educators, have a crucial and exemplary role to play in attending to this need (Torpey, 

2006:2525). 

In order to prevent unnecessary conflict, there is the need to know types of conflicts, the 

causes and the problem solving processes. 

In this chapter, the research problem is explained, the aims of the research stated and the 

methodology and the structure of the research are described . Thereafter, the field of study is 

demarcated and the basic concepts are defined. 

1.2 BACKGROUND AND CONTEXT OF THE RESEARCH PROBLEM 

In the contents of this study, conflict is defined as a phenomenon of human relationships that 

occurs when an individual' s needs are not satisfied (Ragin, and Duguette, 2000: 1). Loock, 

Grobler and Mestry (2009:43) state that conflict arises when two or more people have 

incompatible goals and one or both believe that the behaviour of the other prevents their own 

goals. 

In short, the above explanations indicate that conflict is a disagreement resulting from 

differences in views or opinions. 

Hayward (2009: 14) states that conflict occurs in even the best schools. This means that 

conflict cannot be avoided. It is a daily process. The possibility, therefore, that conflict can 

arise in an organisation such as the school, is always present. Loock et al. (2003:23) argue 

that conflict should be identified and resolved as soon as possible before further antagonism 

develops, which will complicate affairs. Conflict may usuaUy be traced to conflicting 

interests of individuals and groups in the organization or friction between subordinates and 

top management (Loock et al. , 2009:45) Individuals or groups involved in conflict situations 

may approach the matter emotionally, thus reducing the impact of reason and logic. However, 

being able to control your feelings goes some considerable way to ensuring that reason 

prevails (Heaney, 2001: 199). The benefits of functional conflict may be realized in schools 
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when and only when, all constituent and interest groups understand that collective goals 

demand collective effort and cooperation (Henkin, Cistone & Dee, 2000: 142). If parties in a 

conflict situation have a cooperative rather than a competitive orientation toward one another, 

they will be more likely to engage in a constructive process of conflict resolution. A 

cooperative process is more productive in dealing with a problem that a group faces. 

Since conflict has positive as well as negative consequences, it must be analysed and 

managed carefully. The conflict handling style of the manager also detennines how conflict is 

managed. Conflict, often unsett)jng, is a neutral part of collective hwnan experience. It can 

leave participants ill at ease, that is why it is often avoided or suppressed . Conflict is present 

within our schools whether we like it or not. Educators must find ways to legitimise critique 

and controversy within organisational life (Uiine, Tschannen-Moran & Perez, 2003:783). 

Conflict in organisations has been conceived of as pathology to be diagnosed and treated. 

Managers therefore must not seek to avoid or suppress the advent of conflict in their work 

environments. Instead, managers must encourage the subordinates to vent up their 

frustrations. In this instance, they can identify the sources and types of conflicts in their 

organisation, and ultimately manage to fonnulate the effective strategies for the elimination 

of conflicts (Uline et al ., 2003:785). 

Conflict presently continues to be a factor in academic life. Schools frequently appear to be 

centres of tension; on occasion, they are perhaps a manifestation of problems in the 

community. Conflict involves situations in which differences are expressed by interdependent 

people _in the process of achieving their needs and goals, and it arises when a difference 

between two or more people necessitates change in at least one person in order for their 

engagement to continue and develop. 

Because of diverse and varied definitions of conflict, attitudes towards it and images of its 

role are also varied. Conflict in schools takes different forms; for example teachers seem 

reluctant to obey principals, they do not seem to fo.llow ru.les or accept extra work, they do 

not easily get along with their principals. Principals too adopt an authoritative approach, for 

example, they pressurise for an uninterrupted working of the school activities. There are 

many recorded cases of principals using their position in the SGB to run the school without 

conferring with the school' s staff (Prew, 2007:450). It, therefore, becomes common that 
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conflicts between teachers and school principals occur frequently at any time in the school 

(McNamara, 201 0). In institutions, confl.ict occurs between various individuals because of 

their frequent interaction with each other. Johnson and Johnson (2006:459), argue that 

conflict is an expression of hostility, antagonism and misunderstanding between the staff 

members. Stevahn, Munger and Kealey (2005 :3) insist that disruptive behaviour j eopardises 

personal safety and interferes with the creation of a school environment conducive to high 

quality learning. 

Conflict occurs because someone is dissatisfied about a certain issue; hence conflict is a 

disagreement between individuals or groups. For a conflict to be managed constructively an 

effective model for handling conflict is important. 

1.3 STATEMENT OF THE PROBLEM 

Handling conflict among school teachers is a a problem, especially in schools of Moses 

Kotane East District in Bojanala West Region in North West Province because there is no 

relevant model and strategies for handling conflict. This study investigated relevant model 

and strategies that can be used to resolve conflicts among school teachers in Moses Kotane 

East. Unresolved conflicts in schools, especially conflict at the highest level, can have direct 

consequences such as Jow productivity, employee anger and hostility, increased costs and 

absenteeism, and high staff turnover (Heystek, Nieman, Van Rooyen, Mosoge & Bipath, 

2008:87). However, if well managed conflict can lead to new ideas, improved team work and 

commitment, and can help the leader to better understand the people with whom he or she 

works. When leaders, especially at the highest levels, understand the root causes of conflict, 

they can be effective in using the conflict as a springboard to greater production and higher 

achievement (Heystek et al., 2008:87). A leader has to know about effective strategies for 

managing conflict. A good leader has to use effective conflict management model in schools. 

It is possible to equip teachers with requisite knowledge and skills for becoming more 

mindful in dealing with others and to provide them with institutional support for guiding and 

encouraging cooperative work (Torpey, 2006:2547). The more conversant the teachers and 

the organizations are with the practices involved in the field of conflict management, the 

more likely we are to realize more positive outcomes whenever conflict arises. Dubois and 
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Trabelsi (2007:58) argue that education can strengthen the skills and ability necessary to 

accept the interdependence with other people, to manage conflict and to work and plan with 

others towards common objectives and common future. Snodgrass and Blunt (2009:54) state 

that South African educators have stressed the need to empower principals and teachers with 

value, attitudes, knowledge and skills to manage conflict in a constructive manner. 

In the light of the above explanation, teachers should be equipped with knowledge and skills 

to be able to resolve conflict. Teachers and principals should be equipped with the strategies 

of resolving conflict and know how to use them, hence a relevant and effective model for 

handling conflict is very important. The research questions, listed in 1.4 below become 

necessary and form the basis for determining the aims of the study. 

1.4 RESEARCH QUESTIONS 

This research study is guided by the foiJowing questions: 

The main question in this study is which model is relevant for handling conflict among 

school teachers in Moses Kotane East? 

Tbe following questions support the main question: 

What are the causes of conflict among school teachers? 

What are the types of conflict that occur among teachers of Moses Kotane East? 

What are the consequences of conflict among school teachers? 

What are the strategies for resolving conflict among school teachers? 

What is the role of the manager in conflict management? 

What are the guidelines for handling conflict? 
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1.5 AlMS AND OBJECTIVES OF THE STUDY 

The main aim of this study was to find out which model is relevant for handling conflict 

among teachers in schools. The following were the sub-goals: 

Sub-goal I :To determin~ from the Jjterature the nature and scope of handling conflict in 

schools. 

Sub-goai 2:To investigate empirically the model for handling confljct in schools. 

The following were the objectives: 

To identify and discuss the causes of confl ict among the teachers in schools of Moses Kotane 

East. 

To identify and discuss the types of conflict among school teachers. 

To discuss the strategies for resolving confli ct among school teachers. 

To discuss the role of the manager in conflict resolution. 

To present guidelines and suggest a model regarding the handling of conflict among teachers 

in the schools ofMoses Kotane East. 

1.6 HYPOTHESES OF THE STUDY 

Example of hypotheses to be tested in this study are as follow: 

• Ineffective co•rummication is a source of conflict. 

• When two or more individuals disagree about issues is a type of conflict. 

• Too much conflict can have negative consequences. 

• Postponing confrontation is a strategy for resolving conflict. 

• In a conflict resolution both parties agree to accept the decision enforced by the 

manager. 

1.7 D ELIMITATION 

Out of the nine Provinces of South Africa the research bas been conducted only in one 

province, which is the North West Province. The province is divided into five regions, one of 
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which is Bojanala West. Bojanala West is divided into nine districts including Moses Kotane 

district where this research was conducted. Data has been collected from the sampled primary 

and secondary schools in the district. 

1.8 LIMITATIONS 

While the researcher to reveal the research problem as it manifests itself, there are 

possibilities that the methodology used in the investigation may not have .helped the 

researcher to dig deeper to the root of the nature of the problem. Some of the interviewees 

may not have told the truth about the degree to which conflict is prevailing in their schools. 

1.9 DEFINITION OF CONCEPTS 

1.9.1 Conflict 

According to Ting-Toomey, Oetzel and Yee-Jung (2001:87) conflict is the interaction of 

interdependent people who perceive opposition of goals, aims, and values, and who see the 

other party as potentially interfering with the realization of these goals. Steyn and Van 

Niekerk (2002:71 ) say that there is general agreement that two things are essential elements 

of conflict, that is (or apparently divergent) views and incompatibility of those views. 

Conflict also seemed to occur because two or more people have incompatible goals and they 

bel ieve that the behaviow· of the other party prevents them from achieving their own goals. 

This often results in negative emotional states as behaviours to overwhelm the opposition. 

For the purpose of this study, "conflict" refers to a disagreement resulting from incompatible 

demands between or among two or more parties. 

1.9.2 Handling Conflict 

Henkin et al. (2000: 142) define handling conflict as the skills and strategies of organizational 

executive and principal to achieve constructive results. Loock et al. (2009:43) define handling 

conflict as intervention and provision of mediation by the principal to reduce interpersonal 

conflicts. According to Kgomo (2006: 15) "handling conflict" is a process that aims at the 

regulation of conilict and its avoidance. For the purpose of this research "handling conflict" 
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refers to the process of using skills and strategies which can best apply in a given situation to 

resolve conflict in a way that constructive results are achieved. 

1.9.3 A model 

Collins English Dictionary (2009) defines a model as a pattern or mode of structure or 

formation; a simplified representation of a system; to use or include as an element in a larger 

construct. For the purpose of this research " a model" refers to a simplified representation of a 

system. 

1.9.4 School teacher 

Waid and Mcnergney (20 I 0:3) define school teacher as a person who teaches pupils or 

students; one trained to be and employed as instructor of sntdents. For the purpose of this 

research "school teacher" refers to a person who teaches pupils or students. 

1.9.5 Moses Kotane East 

North West Province is divided into five regions, one of which is Bojanala West. Moses 

Kotane East is one of the nine districts of Bojanala West region and is where this research is 

conducted. 

1.10 OUTLINE OF CHAPTERS 

The study is intended to cover infonnation on conflict management among educators in 

schools of Moses Kotane East. This study is arranged in separate chapters for the sake of 

logical exposition and presentation of data. However infonnation in one chapter may be 

linked and supplemented by related infonnation in other chapters. 

In Chapter I , the study is briefly introduced. The research problem is also briefly explained. 

The purpose of the research is stated and the research design and methodology to be used are 

briefly described. The structure of the research is outlined and the field of study is 

demarcated. Definition of basic concepts relevant to the topic is also provided. 
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Chapter 2 provides an overview of the literature that is relevant to the research problem. A 

literature study on handling conflict among educators in schools has been conducted from 

secondary and primary sources to provide views and perceptions of other researchers on the 

problem. The literature review focuses on the causes of conflict, the different types of 

conflict, consequences of conf},ict, conflict resolution approaches, guidelines for reducing or 

preventing conflict and the role of the site manager in handling confict among educators in 

schools, forms the theoretical framework of the study. 

In Chapter 3, the research design and methodology are discussed. A quantitative research 

design is used to collect data. The data collecting technique is described as a structured 

questionnaire that has been formulated. 

In Chapter 4, the data is characterised, ordered, and summarised to provide answers to the 

research-questions. The data is explained and presented in graphic form. 

In chapter 5, A model suggested by the researcher in this study is presented. 

In Chapter 6, the findings and recommendations of the research are provided and described. 

The meaning of the data is indicated and the findings from the data are stated and discussed . 

Significant statistical results and test significance are also indicated. 

1.11 CONCLUSION 

Conflict among educators in schools is a problem that should not be overlooked. Teachers 

should have a clear understanding of conflict so that they can use positive strategies to 

intervene wben conflict takes place in schools and avoid its negative resuJts or develop 

approaches that can reduce and prevent conflict in schools. It is therefore, important that a 

relevant and effective model for handling conflict should be developed. 

In chapter l , the research problem is discussed. The aims of the research are stated and the 

methodology to investigate the problem is explained. The field of study is also demarcated 

and the structure is defined and discussed. 
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CHAPTER2 

LITERATURE REVIEW 

2.1 INTRODUCTION 

In this chapter, the literature study is conducted in order to establish the theoretical 

perspective of this research. That is, a theoretical framework on strategies to handle conflict 

among the educators of Moses Kotane East schools. The purpose of this chapter is to 

detennine and discuss from the literature survey strategies and guidelines of resolving 

conflict, types of conflict, causes of conflict, consequences of conflict and the role of the site 

manager in conflict resolution. The models of how to handle conflict are also discussed . 

. 
The situation where conflict is not brought into the open is counter-productive. It becomes a 

lingering grievance that causes further damage to job satisfaction, productivity and human 

relationships (Loock et at., 2009). Henkin et al. (2000:154) argue that solution-oriented 

approaches to handling conflict may work best where principals serve in meditative roles and 

emphasise solution-finding through a consensual, cooperative process which avoids 

antagonisms that may endanger future personal and/or professional relationships. They are 

able to issue clear d.irections which start the process of resolution. Confl ict will not disappear, 

nor should it be ignored; indeed, it is on the daily menu of school principals (Dipaola & Hoy, 

200 I :238). Therefore, the researcher begins by detailing the causes of conflict, explaining 

different types of conflict, then discusses strategies of resolving conflict, thereafter the role of 

the manager in conflict management and presents models of conflict management 

2.2 THEORETICAL FRAMEWORK 

Every research study ofthis nature has to be based on a theory. Ozma (2000:43) argues that 

theories are relevant intellectual resources but are not all of the same size, weight, complexity 

or quality. Gunter (2001:66) further argues that theories and theorizing have a number of 

purposes, from being a lens through which to look at a practice, through to being a predictive 

model that can become prescriptive by determining what educational practitioners should do. 
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There are prevailing theoretical perspectives in practice. Comp (2008; l) asserts that there are 

three social perspectives concerning edu~ation ; functionalism, conflict theory and 

interpreti vi st. 

2.2.1 Conflict theory 

Theories are defined as a set of ideas that are intended to explain something about life or the 

world, especiaiJy an idea that has not yet being proved to be true (Longman Dictionary of 

Contemporary English, 2009: 1828). Neuman (2000:40) asserts that the clas~ical social 

theories played an important role in generating innovative ideas. People study the classical 

theorists because they provide many creative and interrelated ideas at once. 

Conflict theory states that society or an organisation function so that each individual 

participant and its groups struggle to make the most of their profit, which unavoidably 

contributes changes and revolutions (Macbeng, 2010:35). The theory is mostly applied to 

explain conflict between social classes, proletariat versus bourgeoisie, and its ideologies, such 

as capitalism versus socialism. Conflict theory is a typical example of pyramid structure in 

which the group of people have a lot of power and influence because they have money, 

knowledge and special skills (Macbeng, 2010:35). 

In conflict theory, social structures Jaws and way ofl ife which live in the society are meant to 

hold up those in power already and superior groups in the society. Conflict theorist is of the 

view that society are born from confl ict. For example in school situation in South Africa there 

are teacher unions, South African Democratic Teachers Union (SADTU) and National 

Professional Teachers Organisation of South Africa (NAPTOSA) which are there to fight 

for teachers rights and to manage conflict among school teachers. Teachers unions came into 

existence because of conflict between the teachers and the government. So it is true that aU 

groups are born from conflict. 

2.2.2 Marks and conflict theory 

Macheng (2010:35) states that Karl Marks believed that economic factors are the real cause 

of historical change, and that workers are everywhere exploited by capitalists. This means 

that when society becomes fully industrialised, the workers will inevitably rise up against 
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their exploiters and take control themselves, running the country in their interests. This means 

that will be the dictatorship of the workers. 

Conflict management theory states that healthy conflict management systems should be in 

place in any organisation (Mach eng, 20 1 0:36). It is therefore important to study conflict 

theory because it deals with confljct management. 

2.3 THE CAUSES OF CONFLICT AMONG SCHOOL TEACHERS 

The seeds of conflict are planted when in a school disharmony is felt within any one of the 

participants (Billikopf, 2009: I). If one educator is dissatisfied with something, then there is 

conflict. Conflict begins when an individual or group feels negatively affected by another 

person or group (Dipaola & Hoy, 2001 :238). 

Van Kradenberg, DuPlessis and Greybe (2000: 183) also state that conflict can be divided 

into four categories which are causes that are related to ineffective communication, the 

structure of tbe organization, personal and external factors. 

2.3.1 . Ineffective communication 

The bases of communication problems in an organization~ related to semantic problems of 

information, the inadequate exchange of information and barriers in the communication 

channels. Semantic problems can be the results of language differences or because of 

different, or even divergent, interpretations ofthe same message. Anstey (2004: 12) states that 

Lack of shared and legitimated infonnation then gives rise to power struggles and contributes 

to rising levels of mistrust in relations. Spoelstra and Pienaar ( 2008:191 ) state that there 

could be differences in information and expertise, causing conflict about the accuracy of 

infonnation. Fowler, Hall and Weber (2006: 139) also state that low levels of conflict are 

associated with open and regular communication, while the absence of communication - or 

the selective giving of infonnation - is associated with heightened conflict. Van der Bank 

(2003: 202) emphasizes that: 

• The use of second or even third language may result in misunderstanding because all 

the people in th~ school may not always understand the meaning of the message; 
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inadequate dissemination of infonnation by the principal and the staff may lead to 

communication problems which cou1d.result in conflict; and 

• Noise or distortion of message in whlch the reform of the communication channels 

could be a source of conflict by giving different meaning to the message depending 

on whjch communication was used, for example, channels or grape vine. 

Aspects of communication-expression, perception and interpretation-based on erroneous 

assumptions of shared cultural knowledge often result in intended meaning being missed or 

misconstrued because that meaning may lay outside the realm of share<:l knowledge 

(Torpey,2006:2546). 

2.3.2. Structu ral causes 

According to Van Kradenberg et al. (2000: 184), structural causes of conflict in schools are 

comprehensive and extremely important since, on the one hand, they involve nearly every 

facet of the organization and on the other hand , they are of importance because the principal 

can exert influence on most conflict situations which develop as a result of structural causes. 

Steyn and Van Niekerk (2002: 74); Van der Bank (2003: 201) and van Kradenberg et al. 

(2000: 184) agree that the following are the causes of con tl ict: 

• The size of the organization influences the occurrence of conflict. It has been 

found that conflict is greater in larger organizations. 

• Too much differentiation and specialization which may resu lt m too many 

separate interest groups with possible clashes of interest; 

• Unequal relationshjps of power, in which parties with less control try to position 

themselves better, often to the detriment of other groups in school community; 

• The participation of staff may be another source of conflict. Increased 

participation decision making does not ensure that every person' s point of view 

will prevail , since the subordinates can be involved in decision making but lack 

authority to have l1is or her preference implemented; 

• The rivalry for location of scarce or limited resources between individuals and 

groups. 
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• Situations where different parties are dependent upon each other for the successful 

completion of their tasks. 

Bottaro, Monteith, Visser, Dilley, Versfeld and Cohen (2006:72) emphasise that when there 

are plenty of resources it is e~sy to be generous and to have peace. Conflict starts when there 

is not enough of a resource for everyone to have as much as they want. On the other hand, 

Fowler et al. (2006:139) emphasise that the amount of resources by the different parties in the 

issues at stake influences the level of the conflict. Spoelstra and Pienaar (2008: 190) further 

state that if money, space, labour and materials are unlimited, each group could pursue its 

own goal. This results in a conflict. Gatlin, Wisocki and Kepner (2008: 1) emphasise that 

whenever people compete for scarce resources, conflict can occur. Van Deventer, Kruger, 

Van der Merwe, Prinsloo and Steinman (2003:30) argue that most organizational resources 

are limited, and schools are no exception. Individuals and groups have to fight for their fair 

share. This results in conflict. 

2.3.3. Personal qualities and culture 

Van Kradenberg et al . (2000: 185) say that orgaruzational conflict generally develops because 

of personality clashes within the organization because some people find it difficult to get 

along with others because they are divergent in thought, conduct and conviction. Gatlin et a t. 

(2008:2) also argue that confl ict can be caused by differing personal values. Teachers need to 

learn to accept diversity in the workplace and to work as a team. Van der Bank (2003: 1980) 

further states that the di ffe rences in value of people within t11e school can lead to conflict. 

Values determine the ways in which people handle situation problems and make decisions. 

Divergent values usually lead to intergroup confli ct. Steyn and van Niekerk (2002: 74) 

Emphasises that differences between staff members in terms of authority and values may be 

sources of conflict. Van Kradenberg et al . (2000: 185) further emphasise that values form the 

quintessence of a person' s personality and are developed over a long period. Therefore 

people are seldom prepared to accept compromises about tllat which they sincerely believe in, 

and it is also difficult to change people's values. Smallwood (2007:2) argues that people in 

the work place judge t11eir own behaviour as well as those of others by what tl1ey believe 

should be done and by the values that they hold . The lack of trust runs most deeply when the 
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individuals involved perceive that the others involved come from an opposing system of 

values. 

When people from different cultural, ethnic and racial backgrounds come together, what is 

most likely to occur is mi.sunderstanding, tension and possibly conflict. There wilJ be 

misjudgements based on the learned expectations of the "other." They both cany their own 

unique history about the "other." They both wiiJ have been socialized around certain patterns 

of communication, etiquette and problem solving. Both will have stereotypes regarding 

working with someone who is different. If the helping professional can incorporate an 

understanding of the dynamics of difference into practice, the chances of successful outcomes 

will be greatly enhanced (Cunningham, 2003 :90). Spoelstra and Pienaar (2008: 191) believe 

that cultural differences, which result in lack of understanding of language, habits, attitudes 

and education, could lead to misunderstanding that could cause dysfunctional conflict. Van 

Deventer et al. (2003:30) emphasise that because people differ in respect of their socio­

economic backgrounds, values, attitudes, expectations, personalities and perceptions, and 

because there is usually little respect among people regarding their differences, the potential 

for conflict increases. 

2.3.4 External influence 

Van der Bank (2003:202) states that the school as an "open" organization system is more 

vulnerable to external pressures than a more " closed" system. Therefore, there is more 

potential for conflict in the school. TI1e heterogeneity of the staff could also lead to conflict 

because of the differences in background and training. Van Kradenberg et al. (2000: 1 85) 

emphasise that the external surrotmdings can exert a great influence on schools and even 

create organizational conflict, as schools strive to resist adapting to external pressure. 

Examples of these are, more demands by parents or comrmmity - based groups, changes in 

the curriculum, rationalization of staff, reduced financial aid, a political instability and 

gangsterism. 
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2.4 TYPES OF CONFLICT IN SCHOOLS 

Loock et al. (2003 :21) state the following types of conflict: 

2.4.1. lntrapersonal conflict 

lntrapersonal conflict involves personality and internal motives and feelings. According to 

Johnson and Scollay (2000:50), intrapersonaJ conflict may occur when experiences contradict 

role expectations. Steyn and Van Niekerk (2002:76) emphasize that conflict exists within an 

individual when a choice has to be made between two opposing goals. Educators often have 

to choose between two or more alternatives that have positive outcomes (e.g. choosing 

between two jobs, teaclting or being subject adviser, that appear to be equally attractive). 

Educators may also choose something that bas positive and negative outcomes, such as 

accepting a promotion but having to move. Johnson and Scollay (2000:50) argue that it also 

occurs within individuals as they struggle to choose between alternative values and beliefs 

which are opposing and compelling. Earle, Keats, Morrison, Maclagan, Roberts and Thraves 

(2006:78) emphasise that intrapersonal conflict is a confl ict within oneself, a conflict in 

which you are struggling with personal issues. Loock et al. (2003:2 1) explain that individuals 

sometimes experience their worki ng environment in such a way that two basic needs conflict 

within themselves. This type of conflict is common and experienced by the teachers in 

schools. 

2.4.2. Interpersonal conflict 

Loock et al. (2003 :22) are of the opinion that it is the type of conmct between two 

individuals. Dipaola and Hoy (2001 :238) emphasise that conflict may occur in interpersonal 

encounters between two colleagues, in decision- making teams, or between work groups. Van 

der Bank (2003:195) further argues that usually, this type of conflict involves two people, 

although in the school situation it is possible to have several persons in conflict. Steyn and 

Van Niekerk (2002:76) say that this is tJ1e most widely spread and visible kind of conflict in 

schools and other organizations, and results when two or more individuals disagree about 

issues, actions or goals. Johnson and Scollay (2000:50) also argue that in organizations, 

interpersonal conflicts can occur within a group or between groups and can involve 
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horizontal or vertical culture. Earle et al. (2006:78) further state that interpersonal conflict is 

between people, a conflict in which two people feel hostile towards each other for some 

reason. 

This is the common visible type of conflict in schools. The schools experience this type of 

conflict. 

2.4.3. Individual-institutional conflict 

Loock et al. (2003:22) state that this type of conflict is mostly the result of irreconcilable 

differences between the ideals, expectations and goals of the individual and the organization 

for which he or she works. 

The educators are not alike as individuals. They also each have their specific needs and 

personal preferences to bring into school. Because of their differences, this type of conflict is 

created in schools among teachers. 

2.4.4. Intra-organisational conflict 

Earle et al. (2006:78) state that intra-organisational conflict is a conflict within an 

organization (between educators and management for example). This conflict can also 

originate within certain groups in a school and when more than one person is involved, 

coalitions are created with in the various interest groups (Loock et al., 2003:22). Van 

Deventer et al. (2003:30) also state that intra-organisational conflict may be said to fal l into 

four categories: 

• Vertical conflict, which relates to problems within the hierarchical structure of 

authority in schools 

• Horizontal conflict, which occurs across the ranks of educators. 

• Line-staff conflict, which occurs between the principal and central office personnel 

and 

• Role conflict, which occurs if there is inadequate or inconsistent infonnation about 

the requirements of a position in the school due to lack of clarifica6on. Koustelios, 

Theodorakis and Goulimaris (2004:87) argue that role conflict occurs when different 

persons with whom an individual must interact hold conflicting expectations about 

that individual's behaviour. Although many role-conflict situations are temporary, 
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certain roles are continuously subjected to conflicting role demands and expectations 

(Nir, 2003:547). 

Horizontal, vertical and role conflicts are visible among the teachers of schools. 

2.4.5. Intergroup conflict (within group) 

Steyn and Van Niekerk (2002:77) state that this type of conflict involves confljct between 

groups of people, irrespective of the size of the group. For example, if the geography teacher 

wants to take same learners on an excursion, other teachers may not wish to give the learners 

involved pennission to miss their classes. Van der Bank (203 :195) emphasises that inter­

group conflict occurs between different groups in the school, e.g. different departments or 

sport groups, especialJy if they are competing for scarce resources. Once inter-group 

competition develops into a ' win-lose' situation, it is even more difficult to handle than 

competition between individuals (Loock et al. , 2009:45). 

The other group of educators may want to take the same learners for a certain activities while 

one group of educators need the same learners to do some different activities. This will create 

a conflicting climate between the different groups of educators. 

2.4.6 Intra-group conflict 

Loock et al. (2003:22) say this is largely interpersonal conilict between persons in groups 

because individuals differ in values, beliefs, attitudes and behaviour. Van der Bank 

(2003: 195) emphasises that this type of conflict takes place when there are conflicting views 

or values within the same group. Earle et al. (2006:78) further emphasise that intragroup 

conflict is where there is conflict within tl1e members of a group or team. Thjs type is also 

experienced by teachers in schools. 

2.5 CONSEQUENCES OF CONFLICT IN SCHOOLS 

Loock et al. (2009:47) state that conflict resolution often leads to: 

• Needed change in the school; 

• .Renewal of programmes; 
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• Stronger feelings of unity among school staff; 

• Greater individual or group maturity and· 

• Development of creative ideas 

Van Kradenburg et al. (2009:188) emphasize that if the conflict leads to more creativity, 

better decision-making and generally contributes to the attainment of the aims of the school, 

it can be regarded as constructive. Sma!Jwood (2007:1) states that when conflict is handled 

constructively, it promotes growth and problem solving. Although conflict is often viewed 

negatively, it can lead to enlightenment if solutions are reached (Gatlin eta!. , 2008: 1). 

Negative results: Hayward (2009:8) states that poorly handled conflict has hugely unpleasant 

results. Schoolyards become battlefields. Staffrooms become snake pits of verbal venom. 

Loock et al. (2009:47) further argue that conflict leaves an aftermath that costs both the 

people involved and the school as an organization. Feelings of satisfaction, motivation, trust 

and uruty are likely to be affected. Regardless of the outcome of the conflict, its presence can 

cost the school time, energy, productivity and even money. 

Van Deventer et al. (2003:27) state that the outcome of the negative conflict includes the 

following : 

• Some people feel defeated and demeaned which leads to withdrawal and less effective 

functioning, which in turn leads to decreasing productivity. 

• The distance between people increases owing to the development of a ctimate of trust 

and suspicion. 

• Individuals and groups concentrate on their own narrow interests, and existing 

differences worsen. 

• Feeling of bitterness and hostility increase, and resistance rather than teamwork 

develops. 

• Stress builds up among individuals, and an mcrease m teacher turnover ts 

experienced. 

Van Kradenburg et al. (2000: 188) agree that when conflict leads to an unproductive 

behaviour, the prevention of co-ordination and co-operation, or prevents the aims of the 

school to be achieved, then it can be viewed as destructive. Dipaola and Hoy (2001 :239) 
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emphasise that conflict handled in a cooperative, problem-solving manner is more likely to 

have positive outcomes because they generate solutions, promote insight, and help 

individuaJs grow and get strengthened emotionally. Steyn and Van Niekerk (2002) also agree 

that the traditionaJ perspective on conflict is negative, which suggests that something is 

wrong and that conflict should therefore be eliminated. The contemporary perspective views 

conflict as neither good rior bad but as inevitable. Too much conflict can have negative 

consequences, while too little can also be negative since it leads to apathy and lethargy and 

provides little or no impetus for change. 

Steyn and Van Niekerk (2002:89) state that conflict becomes dangerous and disruptive when 

it is about a party's personal glory. As the conflict develops, that personal glory becomes 

more and more of an issue, and hence it becomes more difficult to solve the conflict. The two 

parties approach the conflict from a win-lose point of view when it drags for too long. lt 

becomes a lose-lose situation because at this stage the parties tend to do things that are not in 

their best interest. According to Loock et al. (2009:45) conflict may be covert, where the 

parties do not actually talk to each other about the reaJ issues but canvass support from those 

whom they believe to be influential. 

Van der Westhuizen (2004:308) states that when one or both of the involved parties adopt an 

attitude "of playing the man and not the ball" a variety of counterproductive elements emerge 

which can eventually paralyse the whole organization. Decision making becomes 

problematical because neither of the parties is prepared to make any concessions out of fear 

that it will be regarded as a victory by the one party. Furthennore, the suspicion exists that 

any concession might be used by the opponents as a spearhead for further power and political 

consideration. 

Conflict should be tackled as early as possible to prevent it from to escaJating or to be 

destn1ctive but to a constructive one. 
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2.6 THE GUIDELINES FOR REDUCING OR PREVENTING CONFLICT AMONG 

SCHOOL TEACHERS 

According to Steyn and Van Niekerk (2002:90), there is a great deal that educational leaders 

can do to prevent or reduce conflict in the organization. These including the_following: 

• Emphasize organizational objectives and effectiveness. When organization 

objectives are emphasized, staff members can cooperate to attain those objectives; 

• Issue well-structured tasks. Conflict is less likely to occur if activities are well 

defined and are understood and accepted; 

• Facilitate intergroup communication. Encouraging dialogue between staff 

members therefore helps prevent conflict; 

• Avoid win-lose situatjon. If there are scarce resources the site manager can 

investigate fonns of resource sharing; 

• Be aware of your own personality and behayjour. The way people make decisions, 

exercise their authority, treat people can give rise to conflict; 

• Physical separation : physical separation is the quickest and easier way of solving a 

conflict, especially when tJ1e conflicting parties do not need to work together; 

• Rules and regulations. Conflict can be reduced by instituting additional m les, 

regulations and procedures; 

• Confrontation and negotiation. The approach here is to bring the parties in dispute 

face to face in order to discuss their basic areas of disagreement; and 

• IdentifYing interdependent tasks and superordinate objectives. When a school's 

survival is at stake, goals should be set that require groups to work together 

Loock et al. (2009:52) suggest the following guidelines that principals may use when called 

upon to solve the conflict: 

• Managers need the ability to confront, to be able to say 'No' when a difference of 

opinion emerges. They should show by their attitude that they are open to reason, 

logical discussion and problem solving. 

• They must be able to present their ideas and feelings clearly, concisely, calmly and 

honestly. 
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• They need to develop listening skills, which include the ability to show someone that 

they understand what has been said by ' playing it back'. They need to develop the 

habit of asking questions rather than making statements. 

• The managers need skill in evaluating all aspects of the problem, understanding the 

pressure on the other party. 

• The manager should be able to articulate the common goals, which should help both 

parties to rise above their differences about methods and look to future achievements 

rather than past friction. 

• Hayward (2009:8) also emphasises that quiet place should be found to sort the 

problem out; Define what the conflict is about; Find a win-win solution where 

everyone gets something; Get a promise from opponents to the solution and arrange a 

follow-up meeting to ensure the confl ict resolution was honoured. Heaney (2001 :200) 

emphasises that when conflict is managed think positively and consider a positive 

outcome for all; be open, listen carefully and be empathetic; explain the situation and 

ask how can the situation be improved?; separate the personal from the professional; 

avoid anger and, if need be, re-channel your anger appropriately and "let sleeping 

dogs lie" which means that leave the past behind and move on. 

Loock et al. (2009:55) further state that an educational leader should apply the harmony 

model in such a way as to minimize the destructive power o f conflict: 

• Resist the temptation to speak about anyone behind his or her back. 

• Do not attempt to gain the support of a group or an individual by any means. 

• Stay in continuous contact with any individual or group whose viewpoint radically 

differs from your own. Never postpone a crucial face-to-face talk in the hope that the 

problem will disappear. 

• Ifyou detect any sign of inter-group conflict, initiate inter-group projects with neutral 

agendas as soon as possible. This will force groups to work together. 

• Do everything in your power to discourage people from adopting a win-lose attitude. 

Always try to see and understand all sides of the argument. 

• Attempt to avoid unnecessary conflict situations by keeping tension-producing 

structures out of personnel management. 

• Do not allow staff politics to develop. 
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The guidelines for reducing or preventing conflict will be used depending on circumstances 

of a given situation. The educational leader who wishes to effectively reduce, prevent or 

solve conflict in the school will have to acquire certain skills and attitude. 

2.7 THE ROLE OF THE MANAGER IN CONFLICT MANAGEMENT 

While it' s not possible to avoid all teacher conflicts, there are ways to better manage most 

situations. When a major conflict erupts between co-workers, it' s usually necessary to 

involve the site manager to help resolve it (Friedman, 2004:1). Therefore tltis section will 

show the role of the school manager in handling conflict. 

2.7.1 Mediation 

Although the formal dispute-resolution process known as conflict mediation has become a 

common means of managing social friction to avoid violence, its process and outcomes could 

improve, especially in schools with increasingly diverse populations (Carter, 2002:49). 

Billikopf (2009:5) states that mediation helps stakeholders discuss issues, repair past injuries, 

and develop the tools needed to face disagreements effectively. 

According to Van der Bank (2003:2 14) mediation is a con fl ict management mechanism 

which involves third party intervention. This third- party intervention can be described as 

someone who is extemal (or outside) the conflict and comes in between the conflicting 

parties in order to help them in the process of conflict analysis, as well as conflict resolution. 

This third party therefore acts as a facilitator. Earle et al. (2006:97) believe that some 

conflicts cannot be resolved by the parties themselves and an outsider might need to be called 

in to help sort out the conflict. The role and function of this facilitator is to produce a 

constructive conflict resolution process by creating the conditions which characterize the 

effe.ctive co-operative problem solving process. Bottaro et al. (2006:53) explain that a 

conflict may be resolved by looking at the problem from all points of view; understanding 

the root cause getting the two sides to communicate or talk to each other; bring in someone 

neutral to listen and help find a solution and approaching the issue in a democratic and 

respectful way. Hayward (2009:4) states that the mediator should set the ground rules of the 
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mediation process. Both sides will be give:n an opportunity to speak. There will be no 

intenuptions while each side speaks. Shouting and abusive language should not be used. 

Billikopf (2009:4) argues that sometimes differences in organizational level, personality or 

self-esteem among the parti~ipants in a disagreement, require the participation of a third 

party. The mediator makes no decision forth~~ parties, has no authority to direct or control the 

actions of the parties, and can only work effi~ctively when both parties are willing to use the 

process. Bottaro et al. (2006:75) also emphasise that sometimes groups of people cannot 

come to an agreement without help from someone from outside. A 'mediator' is invited to 

help. A mediator has no decision making powers but helps disputing groups to reach their 

own acceptable conclusion. 

Legotlo, Teu and Matshidiso (2002:40) ag1ree that the school manager who is acting as a 

mediator should listen actively, observe, amd help people to understand and define the 

problem. As a mediator, the school manager needs to work towards making both sides feel 

that t11ey have won and become problem solving partners. Hayward (2009:8) states that if 

necessary, the mediator might ask questions to ensure clear understanding. Tbe mediator 

should encourage people or groups to come up with alternative solutions. The manager as a 

leader should give strong and steady supp,ort to cultivate and maintain among members 

because trust is an important element in the collective action (Karakus and Toremen, 

2008:233 ). By so doing the school manager will encourage both parties to be committed the 

process of conflict resolution. 

Steyn and Van Niekerk (2002:84) explain that in mediation a third party uses various 

techniques to try to bring about agreement between the disputing parties in the conflict. 

Mediators have no fonnal power and cannot impose an agreement on the two sides. They 

therefore seek to clarify the issues involved and to enhance communication between the 

parties. Billikopf (2009: ll) further states that mediators should not be in too much of a hurry 

to move participants from their position stat1~ment and explanation of their fears and needs, to 

problem resolution. It is vital to first truly umderstand the nature ofilie challenges that seem 

to divide individuals. 
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Vander Westhuizen (2004:321) also emphasizes that in his role as a mediator in the conflict 

situation he should strive to get groups or individuals to the point where they admit the 

validity or basis of one another's view point so that they can discuss the problems frankly and 

objectively. If the principal handles the matter sensibly and tactfuiJy, it should be possible to 

work out a compromise by means.of which the conflicts are resolved- if there is enough co­

operation, openness, willingness and readiness to oblige on the part of all the opposing 

parties, as the urge to find a solution cannot come only from the leader. When the disputants 

sign an agreement for the conflict resolution the mediation ends (Carter, 2002:49). 

2.7.2 Arbitration 

Steyn and Van Niekerk (2002:85) explain that arbitration means that the conflict is submitted 

to a third party and both parties agree to accept the arbitrator's judgment. Tlus means that the 

third party is more powerful during arbitration and has the power to impose the tenns of 

agreement. When both sides of the dispute agree to submit the issue to an arbitrator, they 

commit themselves to accepting and implementing the arbitrator' s resolution of the conflict. 

In the arbitration approach, participants are treated as objects, where as in mediation they are 

treated as subjects. However, problems can arise when the decision has to be implemented 

because the parties have had no say in it. The solution may be temporary as there are clear 

losers. 

Van der Westhuizen (2004:321) emphasizes that a drastic autocratic approach will often not 

be necessary when the parties involved realize that they do not have any guarantee that they 

are completely in the "right". Everyone should be prepared to give and take so that t11e 

problem should be resolved effectively, equitably and permanently before irretrievable 

damage is done. Vander Westhuizen (2003:20 1) continues to say where a solution is forced 

on the other party by exerting power, resulting in its defeat, it is likely tllat the problem will 

drag on : a loser will try to strengthen its position in the interim, so that it will stand the 

chance of eventually achieving its objectives. 

25 



2. 7.3 Counselling 

Counselling is one effective way for managers to deal with frustrated subordinates and co­

workers. This approach has helped many people to cope with problems that were interfering 

with their effectiveness on the · job (Wikipedia, 2008:2). JackLam (2000:87) states that 

counselling looks at problems in tenns of needs of the individual with reference to the 

organizational health. Therefore the role is most likely one of moving the group to work 

together and to use individual strengths to creatively problem solve in an attempt to find 

solutions which reflect the needs of each segment of the whole. When personal conflict leads 

to frustration and loss of efficiency, counselling may prove to be a helpful antidote. On the 

staff given some trainjng, managers may perfonn this function (Wikipedia, 2008:2). 

The parties in the mediation process are satisfied because every party has a say than 

accepting the arbitrator' s resolution in arbitration. Cotmselling helps the educator to cope 

with the problems. The Interchangeable combination of self-assertion and cooperation model 

as depicted by Thomas & Ki lman (Adapted from Loock et al. 2009:56) is reflected on page 

27 (Figure 2. 1). 
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2.8 MODELS FOR HANDLING CONFLICT AMONG SCHOOL TEACHERS 

Figure 2.1 Interchangeable ~ombinations of self-assertion and cooperation as depicted 

by Vander Westhuizen (Adapted from Vander Westhuizen, 2004:643) 

(Poor, powerful) Powerful (Powerful, powerful) 

r - ----- --- ----- . ·--- ---· .. , ........... .............. ............. .. ......................................... i 

I Coooerative v 

IV (Moderate, moderate) 

t-- Self-assertive 

Poor Powerful 

II Ill 
: -

(Poor, poor) (Poor) (Powerful, poor) 

The above model of Van der Westhuizen (2004:643), demonstrates fi ve styles of resolving 

conflict in schools. The five styles are fully discussed below. 

2.8.1.1 Conflict handling style I (Accommodating/Self-sacrificing; Powerful/Poor, Win­

lose) 

In style I , self-assertion is poor while co-operation is powerful. Van der Westhuizen 

(2004:643) describes that this sty le is typi tied by the fact that the one involved is highly 

compliant and prepare to adjust while the maintenance of good relations is of the utmost 

importance and personal opinions are sacrificed. Ragin and Duguette (2000: 14) argue that the 

users oftbis management style to resolve conflicts are not given sufficient attention. They are 

often perceived as quiet and unassuming or accommodation. According to Loock et al. 

(2009:57), maintenance of good relations is of the utmost importance, and differences are 
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ignored for the sake of harmony. This style is appropriate to allow for a better proposition to 

be heard, to Learn and show reasonableness; when issues are more important to others than to 

yourself; to build social credits for later issues; to minimize loss, when you are outmatched 

and losing and when the maintenance of harmony and stability is most important. When you 

sacrifice you give away what you want because you want peace. The person involved 

sacrificed for the sake of peace and harmony. Van der Westhuizen (2004:643) when be says 

that differences are i&'llored for the sake of harmony. 

2.8.1.2 Conflict handling style 11 (Avoidance/Withdrawal, Poor-poor, Lose-lose) 

According to Van der Westhuizen (2004:643) Practitioners of this conflict style are not 

capable of or prepared to enter into an argument, since managers of this kind would rather 

make use of impersonal rules to force conmcting person to comply, or by creating precedents 

by referring to earlier decisions. Ragin & Duguette (2000: 13) argue that decisions that are 

made unilaterally, if one party withdraws, may not receive adequate support from others. 

When an individual demonstrates low concern for the goals of self and other, the individual 

stays out of a situation that provokes controversy or remains neutral (Morris-Rothschild and 

Brassard, 2006:1 08). Such approach can be appropriate when: an issue is trivial ; you 

perceive no chance of satisfying your concerns; potential disruptions outweigh the benefits of 

resolution; gathering information supersedes immediate decisions; others can resolve the 

conflict more effectively and when choosing sides is to be avoided (Loock et al. , 2009:57). 

2.8.1.3 Conflict-hand ling style Ill (Dominating/Competitive, Powerful-poor, Win-lose) 

This style values self-assertion above co-operation. l11e underlying strategy in the conflict 

situation is one of win or loses and is supported by the outlook ' winner takes all ' (Van der 

Westhuizen, 2004:644). This situation is potentially destructive and should be identified in 

time and defused. This style is appropriate in emergencies that call for quick decisive action; 

on issues vital to the welfare of the school, when you know you are right and against people 

who take advantage of non-competitive behaviour (Loock et al., 2009:57). According to 

Morris-Rothschild and Brassard (2006:108) people who have a one-sided concern for their 

own goals feel that the conflict can be controlled by over powering it and suppressing their 

opponent. 
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2.8.1.4 Conftict-bandling style IV (Compromising, Moderate; Moderate, Lose-lose) 

Loock et al. (2009:57) describe that in this conflict-handling style, self-assertion and 

cooperation are moderate and compromise is sought which will satisfy both parties. This style 

should be adopted when goals ·are important, but not worth the effect or potential disruption 

of more assertive styles; when opponents of equal power are both col11lltitted to mutually 

exclusive goals; to achieve temporary settlements of complex issues; to arrive at expedient 

solutions under pressure of the time and as a back-up when collaboration is useful. Morris­

Rothschild and Brassard (2006: 1 08) argues that intermediate concerns for self and other settle 

the conflict by means of a compromise because when two people compromise, the goal is 

clear and so is the manner of obtaining that goal. Vander Westhuizen (2004:644) further 

states that school principals who make use of this style are of the opinion that it is necessary 

sometimes to sacrifice personal views in the interest of the majority and that people should be 

encouraged to state their views but that they may not block progress. 

2.8.1.5 Conflict-handling style V (Integrative/CoUaborating, Powerful-powerful, Win­

win) 

This style of handling conflict is characterised by mutual differences and conflict is regarded 

as natural and healthy (Van der Westhuizen, 2004:645) 1t may be labelled as one of 

cooperation and win-win because the conflict is not coloured by personal opinion, and a 

sincere and true attempt is being made to find a correct and real solution (Loock et al. , 

2009:58). This style is appropriate when you need people to be supportive of each other; 

when you need to create a climate of collaboration and when you want the solution to the 

problem to become the status quo. A win-win attitude helps the process move along amicably 

(Ragin & Duguette, 2000:57). Morris-Rothschild and Brassard (2006:108) states that 

individuals who have a high concern for both their own and other's goals use creative 

problem-solving to satisfy all the individuals involved. 

The principal should know these five styles of handling conflict and the sin1ations in which 

they are appropriate in order to handle it effectively. If the principal knows these five styles 

and the situations in which they can be used, conflict can be minimised in schools. 
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Figure 2.2 Grib model of Thomas & Kilman (Adapted from Loock et al. 2009:56 
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The above grid model of Thomas and Kilman, demonstrates five strategies of resolving 

conflict. These are accommodating, collaborating, avoiding, compromismg and competillg. 

Conflict should be handled constructively. Poor conflict engagement skills in an 

orgaruzation' s leaders often mean poorly handled conflict throughout the system (Bacal, 

2006:1 ). Therefore, School principals can strive to get optimal levels of conflict through 

conflict strategies (Dipaola & Hoy, 2001 :242). Loock et al. (2009:47) discuss basic 

approaches or strategies, available to address the conflict situation. Such approaches are 

briefly discussed below. 

2.8.2.1 Collaboration 

In thls approach both parties try to satisfy all parties' interests, producing a ' win-win' 

situation in wruch both parties get most of what they want. Earle et al. (2006:97) also 

emphasise that you win I win is a problem-solving approach in whlch both parties try to 

communicate and cooperate to find a solution to the conflict even if it is difficult and it takes 

a long time. Tills is the only successful method of solving conflicts. Dipaola and Hoy 
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(2001 :242) argue that employing problem-solving techniques to integrate interests of all 

parties can result in achieving mutually satisfying ou-tcomes: a win-win situation. Fowler et 

al. (2006: 139) also explain that conflicts remain low when problem-solving tactics are 

employed , but when these are replaced by intimidating behaviour, threats, or violence, then 

conflicts tend to grow. Earle et at. (2006:97) again emphasise that the best way is to reach a 

situation in which all parties feel they have won. Heystek et al. (2008:89) suggest that 

collaboration can be used to find an integrative solution when both sets of concerns are too 

important to be compromised: when your objective is to learn; to merge insights from people 

with different perspectives; to gain commitment by incorporating concerns into a consensus 

and to work through feelings that have interfered with a relationship 

2.8.2.2 Compromise 

Steyn and Van Niekerk (2002:97) state that those who compromise seek expedient, quick 

solutions that satisfy both parties. Loock et al. (2009:47) further state that in this approach 

both parties have to give up something they value, a 'lose-lose' situation. The focus is often 

less on the quality of solutions or on finding a creative solution than on finding middle 

ground. Earle et at. (2006:97) further state that both parties compromise and give up at least 

one of their basic needs instead of working together to reach solution. Use compromise when 

goals are important but not worth the effort of potential disruption of more assertive 

approaches: when opponents of equal power are committed to mutually exclusive goal ; to 

achieve temporary settlements to complex issues; to arrive at expedient solutions under time 

pressure and as a back-up when collaboration or competition is unsuccessful (Heystek et al ., 

2008:90). 

2.8.2.3 Accom modatioo 

Van der Bank (2003:208) says that an accommodating style could be a good strategy when 

the principal is wrong but emphasises willingness to come to an agreement with the other 

party. If the principal allows an educator to win in a di sagreement, the educator can 

implement his/her idea and learn from the experience. On the other hand, Earle et al. 

(2006:97) state that in "you win - I lose" solution one party avoids the conflict, allowing the 
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other to win, nothing is resolved and the conflict normally gets worse. Loock et al. (2009:47) 

also agree that in accommodation a party tries to satisfy the interests of the other party at their 

own expense, producing a ' win-lose' solution, in which one party gets what they want, and 

the other gets nothing except the resolution of the conflict. Although it may result in loss of 

respect, this kind of behaviour is ~ppropriate when the other party is wrong. The kind of 

behaviour is also appropriate when the issue is very important to the second person and the 

first person wishes to earn credit for him or herself 

Heystek et al. (2008:89) further state that accommodation can be used when you' re wrong 

and need to allow a better position to be heard: to learn, and show your reasonableness; when 

issues are more important to others than yourself, and to satisfy others and maintain 

cooperation; to build social credits for later issues; to minimise loss when you are out­

matched and losing; when harmony and stability are especially important and to allow 

subordinates to develop by learning from mistakes. 

2.8.2.4 Controlling 

Earle et al. (2006:97) are of the opinion that in " I win you lose" one party enters the conflict 

to dominate the other, interaction is aggressive, angry and bitter; conflict is normally 

suppressed rather than resolved. This approach results in sacrificing the interpersonal or inter­

group relationship to achieve a desired outcome, regardless of the consequences to the other 

party or parties. Steyn and Van Niekerk (2002:79) emphasise that forcing authority or power 

to resolve conflict leads to a forced or imposed solution. Use competition when quick, 

decisive action is vital : on important issues, where unpopular actions need implementing, on 

issues vital to the school's welfare when you know you' re right and against people who take 

advantage of non-competitive behaviour (Heystek et al. , 2008:89). 

2.8.2.5 Avoiding 

Steyn and Van Niekerk (2002:81 ) emphasize, that this is an unassertive, uncooperative style 

in which the person withdraws from the conflict by side-stepping or postponing 

confrontation. Loock et al. (2009:47) also agree that this is an uncooperative, assertive style 

in which one attempts to withdraw from the conflict. Heystek et al. (2008:89) suggest that 
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avoidance can be used when an issue is trivial, or more important issues are pressing: when 

you perceive no chance of satisfying your concerns; when potential disruption outweighs the 

benefits of resolution; to let people cool down and regain perspective, when gathering 

infonnation supersedes immediate decision; when others can resolve the conflict more 

effectively and when issues seem tangentially symptomatic of other issues. 

There is not one type that is superior to the other, but it all depends upon the people, 

environment and the context. However there is probably one style that is usually utilised in 

many situations (Ho, 2006: 1 ). 

Some approaches or strategies to conflict are more suitable than others in particular 

circumstances and it is one of the skills of successfully handling the conflict to know which 

strategy is best to apply in a given situation. Therefore each of these approaches to conflict 

resolution is appropriate in one or other situation, depending on the conflict situation and the 

factors that influence the conflict. 

The principal should know these five strategies of handling conflict and the situations in 

which they are appropriate in order to handle it effectively. It is a multi-dimensional model 

since it included accommodating, collaborating, avoiding, competing and compromising 

approaches. Because it is an ideal and dynamic model, the school principal can play a 

dynamic management role in creating the correct climate for cooperation, and training 

teachers in communication skills and group dynamics. 

2.9 CONCLUSION 

We have seen that conflict is a disagreement resulting from incompatible views between two 

or more groups. Steyn and Van Niekerk (2002:71) state that there is general agreement that 

two things are essential elements of conflict: divergent views and incompatibility of those 

views. It also occurs because two or more people have incompatible goals and they believe 

that the behaviour of the other party prevents them from achieving their own goals. 

It is also discussed that there are distinct causes of conflict. Anstey (2004: 12), Van 

Kradenberg et al. (2000:183) and Vander Bank (2003:198) agree that personal behaviour, 
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structural factors and communication are the sources or causes of the conflict. VanDeventer 

et al. (2003: 31) state that proper communication is the best remedy in a situation where 

conflict prevails, and should a problem with a colleague arise, it is best by far to talk it over 

immediately, before antagonism set in. 

Different types of conflict are also given and discussed by different authors. For example, 

Loock et al. (2003:20) and Steyn and Van Niekerk (2002) mention intrapersonal, 

interpersonal, individual- institutional conflict, intra-organizational, intra-group and 

intergroup conflicts. 

Van Kradenburg et al. (2000:188) show the negative conflict when they say that when 

conflict leads to unproductive behaviour, the prevention of co-ordination and co-operation or 

prevents the aims of the school to be achieved, then it is viewed as destructive. 

Different authors discussed and mentioned strategies or approaches of resolving conflict. For 

example, Loock et al. (2009:47) and Bacal (2006:1) mention collaboration, compromise, 

accommodation avoiding, controtling, forcing and competition as the basic approaches of 

resolving the conflict. There is not one type of strategy which is superior to the other. Every 

type of strategy depends on the situation and context. However one style can be utilized in 

many situations. 

However, the principal has also a role to play to resolve the conflict. The school principal 

should be a mediator. Legotlo et al. (2002:40) clarify that the school manager who is acting 

as a mediator should listen actively, observe, and help people to understand and define the 

problem. The principal can also be arbitrator. He can take a decision which the members in a 

conflict have to comply with. 

The guidelines which can be used by the principal or teachers to reduce or prevent the 

conflict are discussed in length. For the principal and teachers to manage conflict well the 

interchangeable combinations of self-assertion and cooperation model as deptcted by Thomas 

& Kilman can be used. 
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CHAPTER3 

RESEARCH DESIGN AND M ETHODOLOGY 

3.1 INTRODUCTION 

The researcher bas undertaken this study to detennine bow to manage conflict among 

teachers in schools with specific reference to Moses Kotane East of Bojanala west in North­

West province. 

The research design therefore outlines the context of this study, the research methodology, 

population and sampling, data gathering tools and data analysis. 

3.2. RESEARCH DESIGN AND M ETHODS 

3.2.1 Research design 

Research design is the framework for action that acts as a link between research questions 

and the execution or operation of the research ( Durrheim, 2006:34). It outlines all the issues 

involved in planning and executing a research project (Punch, 2004:62). It specifies the data 

collection methods and data analysis methods by specifying the research strategy, research 

conceptual framework, research objects and research tools and techniques relevant for the 

research (Punch, 2004:62). 

3.2.2 Resea rch pa radigm 

A research is an all-inclusive system of interconnected practice and philosophy that defines 

the nature of the investigation for researchers along three elements of ontology, epistemology 

and methodology (Terre Blanche, Durrheim & Kelly, 2006:6). The main conceptual 

frameworks in research are positivism, critical social research (CST) and interpretivism 

(Henning, Van Rensburg & Smith, 2006: 17). Hitchcock and Hughes (in Cohen, Manion & 

Morrison, 2001:3) also suggest that it is usefuJ to think in terms of the ontological 

assmnptions, epistemological assumptions and methodological considerations to examine the 
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practice of research. Before choosing a conceptual framework, the discussion into these 

philosophical stances will be delved into. 

Positivism (Quantitative) 

The positivism research adopts the philosophical stance of natural science, using objective 

analysis, composedly creating detached analyses about the gathered data in a selfless manner 

and emphasizes structured methodology and scientific observations that utilise statisncal 

analysis (Saunders, Lewis & Thornhill, 2003 :83). 

lnterpretivism (Qualitative) 

Terre blanche & Durrheim (2006:) maintain that "The interpretive paradigm involves taking 

people' s subjective experiences seriously as the essence of what is real for them( ontology), 

making sense of people' s experiences by interacting with them and listening carefully to what 

they use (epistemology), and making use of qualitative research techniques to collect and 

analyse information". Interpretivism aims to capture the realities of participants so as to 

comprehend and deduce the meaning and they maintain that observation is imperfect and is 

erroneous and that all theory is amendable (Henning et a/. , 2004: 19). lnterpretivism is 

founded in qualitative research (Henning eta/., 2004:19). 

Critical social research 

Critical social research is essentially the process of deconstruction of the world (Henning et 

al., 2004:23). It is a type of research which aims to promote critical awareness and destroying 

the institutional compositions and arrangements that replicate oppressive and social inequities 

that are created, maintained and recreated by these social structures and philosophies 

(Henning et al., 2004:23). 
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Post-positivism 

The suitable approach to this research is post-positivistic because it seeks to measure both 

behaviour and attitudes. Positivist paradigm can be used in organizational climate studies but 

it only measures behaviour and not attitudes, therefore it is not relevant for this research 

(Henning et al. , 2004: 17). Post-positivism uses positivism as its starting point but notes that 

adherence to the strict methodological prescription of the natural science results in data 

gathering, analyses, and findings that cannot always capture the complexity and richness of 

the human experience (Morris, 2006:3). To develop knowledge a researcher relies on a post­

positivist approach to knowledge, which implies the existence of one objective reality 

(Teddlie & Tashakkori, 2003). The quantitative researcher tests the theories about reality, 

looks for cause and effect, and uses quantitative measures to gather data to test the 

hypotheses, hence post-positivism is relevant to this study. 

3.2.2.1 Quantitative approach 

Charles and Mertler (2002) state that, in quantitative research, an investigator relies on 

numerical data to test the relationships between the variables. A typical type of research study 

that employs quantitative research world be an experiment or a survey study. The quantitative 

researcher tests the theories about reality, looks for cause and effect and uses quantitative 

measures to gather data to test the hypothesis (or questions) (Maree, 201 0 :257) Quantitative 

studies are either descriptive or experimental. For the purpose of this research desciptive 

quantitative approach was used . 

3.2.3 Population and sampling techniques 

3.2.3. 1 Population 

The population is the entire group in which we are interested and which we wish to describe 

or draw conclusions about (Briggs & Coleman, 2007: 130). 

The population consisted of sixty-five(65) schools in Moses Kotane East; fourteen(l4) high 

schools, eight (8) combined schools and forty-three ( 43) primary schools. There was one 
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thousand, four hundred and fifty (1450) teachers including principals, deputy principals and 

heads of departments. 

3.2.3.2 Sampling and sampling techniques 

Van der Westhuizen et al. (2002:73) state that sampling refers to the procedure by which a 

given number of subjects from a population is selected to represent that population. 

The researcher employed simple random sampling for selection of teachers because every 

member of the population will have equal and independent chance of being included in the 

sample. In primary schools, Grade 1 up to Grade 6 teachers, including beads of departments, 

principals and deputy principals were randomJy sampled. In secondary schools, Grade 8 up to 

Grade 12 teachers, including heads of departments, principals and deputy principals were 

randomly sampled. rn combined schools, Grade 1 up to Grade 12 teachers, including heads of 

departments, principals and deputy principals were randomly sampled. 

Sixteen (16) schools were sampled; seven (7) primary schools, four (4) combined schools and 

five (5) secondary schools. From each selected secondary school eleven (11) respondents 

comprising educators, site managers, beads of departments or deputy and from each primary 

school ten (10) respondents were randomly selected consisting of teachers, site managers, 

heads of departments or deputy and from each of the three (3) selected combined schools 

eight (8) respondents comprising site managers, heads of departments or deputy were 

randomly sampled. From another combined school seven (7) respondents consisting of site 

manager, head of department and teachers were also randomly sampled. The total number of 

respondents was one hundred and fifty-six (156). 

The researcher decided to sample principals, deputy principals and the heads of departments 

because they are some times the source of conflict through their lack of management skills. 

Principals, deputy principals and the heads of departments are also responsible for managing 

conflict among the teachers. Teachers are also sampled because they are the source of 

conflict among themselves and to their supervisors. 
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3.2.4 Research methods 

The research method consisted of a literature reVIew and empirical investigation was 

conducted through the use of a questionnaire. The aim of using the questionnaire was to 

collect data from principals and ·teachers in Moses Kotane East in Bojanala West in North­

West Province. 

3.2.4.1 Questionnaire 

Questionnaire was developed. According to Cohen, Manion and Morrison (2002:245) the 

questionnaire is a widely used and useful instrument for collecting survey information, 

providing structured often nwnerical data, being able to be administered without the presence 

of the researcher, and often being comparatively straightforward to analyse. The purpose of 

using a questionnaire was to gather information from the school teachers to establish their 

perception and style of handling conflict among school teachers. The questionnaire used in 

this research was divided into three sections. Section A consisted of seven items, which 

aimed at collecting biographical and demographic data from the respondents. This data was 

vital to understand the background information of respondents. This section consisted only of 

closed-ended questions. 

Section B consisted of twelve items which were only close-ended statements. These 

statements aimed at determining respondents' views on tl1e handling of conflict among school 

teachers in Moses Kotane East. The Likert scale was used in this section. For each item the 

respondents were asked to reflect on a four-point scale their opinion about issues of handling 

conflict. The number on the scale are explained below: 

4 = Strongly Agree (SA); 

3 = Agree (A); 

2 = Disagree (0) and 

= Strongly Disagree (SO) 

Section C consisted of three open-ended questions aimed at determining respondents' general 

views on the handling of confl ict among school teachers in Moses Kotane East. These 
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questions allow the respondents to be creative and provide details. Enough space was 

provided for respondents to comment on and support their responses. 

3.2.4.2 Literature review 

A thorough study of the existing primary and secondary sources was made with a view to 

gathering infonnation on the problem under study . A literature study provides an overview 

of Jjrerature associated with the problem. Briggs and Coleman (2007:89) argue that as a 

researcher, the ability to search the Jjterature effectively and efficiently is a core transferable 

skill and there will always be advances in how information is disseminated and stored, but 

equally, there will always be over-arching guideline steps, no matter how easily 

bibliographical sources can be accessed. Theories and concepts were reviewed that shed light 

on and gave this study direction. 

3.3 RESEARCHER'S ROLE AND ETHICAL CONSIDERATIONS 

Maree (20 I 0:41) states that the researcher should empower herself/himself to enter into a 

collaborative partnership with the respondents in order 'to collect and analyse data, with the 

aim of creating understanding and to be a sensitive observer who records phenomena as 

faithfully as possible while at the same time raising additional questions following hunches 

and moving deeper into the analysis of the phenomena. Joubert (in Maree, 2010:41) refers to 

the following functions of the researcher's role: 

• Assisting with compiling the questionnaire 

• Administering the questionnaire 

• Administering the psychometric instrument 

• Analysing data 

It is important to highlight the ethical considerations in record connection with the research. 

An essential ethical aspect is the issue of tl1e confidentiality of the results and findings of the 

study and the protection of the respondents' identities and this could include obtaining letters 

for consent and obtaining permission to complete questionnaires (Maree, 2010:42). Each 

questionnaire was accompanied by an introductory covering letter, which discussed the 

importance of the research, assured confidentialjty and encouraged participation. 
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3.4 ISSUES OF TRUSTWORTHINESS 

3.4.1 Reliability 

Reliability of an instrument means- that if the same instrument is used at different times or 

administered to different subjects from the same population, the findings should be the same 

and it is the extent to which a measuring instrument is repeatable and consistent (Maree, 

201 0:215). Briggs and Coleman (2007 :92) emphasise that it provides a degree of confidence 

that replicating the process would ensure consistency. The researcher did a pilot study in four 

schools in Moses Kotane East to test reliability and validity of the instruments. Test re-tests 

reliability method of two weeks interval was used. The first set of scores is then compared 

with the second set by calculating a correlation coefficient. The first set of scores and the 

second set of score gave the same results. 

3.4.2 Validity 

According to Vander Westhuizen et al. (2002:82) validity is defined as the extent to which 

an instrument measures what it intends to measure; it .is the judgment of the appropriateness 

of a measure for specific inferences or decisions that result from the score generated. Briggs 

and Coleman (2007 :97) state that the concept of validity is used to judge whether the research 

accurately describes the phenomenon that it intends to describe. Maree (20 10: 147) 

emphasises that validity is when a measure or instrument is said to be valid if it measures 

what it is supposed to measure. All the items in the attribution questionnaires are relevant to 

the content of the study. 

3.5 PRE-TESTING OF QUESTIONNAIRE 

Pre-testing was done in this study. Careful and appropriate pre-testing of research instruments 

was done to weed out inappropriate, poorly worded or irrelevant items, highlight design 

problems and provide feedback on how easy or difficult the questionnaire was to complete 

(Briggs & Coleman, 2007:130). Cohen et al. (2002:260) emphasise that a pilot has several 

functions, principally to increase the reliability, validity and practicability of the 

questionnaire. 
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Questionnaires were distributed to IO(n= IO) respondents, that is, two principals, one deputy, 

three Departmental heads and four educators. They were from primary and secondary 

schools. 

Pre- test results were thoroughly checked and suggestions made by the respondents were 

taken into consideration to improve the questionnaire. The population of the pretest was not 

used in the finaJ study. 

3.6 ADMINISTRATIVE PROCEDURE 

Always prior permission was obtained from the school principals of the respective schools 

and appointments were fixed to come and administer the questionnaires. The co-operation of 

school managements was overwhelmjng. 

3.6.1 Distributions and return of questionnaires 

The following table (Table 3.1 ) reflects the distribution of the questionnaires to the 

respondents. 

Table 3.1 Distribution of Questionnaire 

Seconda ry schools 

SCHOOL 

A 

B 

c 
1-D 

E 

NO.SELECTED FOR THE STUDY 

11 

11 

11 

11 

11 
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Primary schools 

SCHOOL NO.SELECTED FOR THE STUDY 

A 10 

B 10 

c 10 

D 10 

E 10 

F 10 

G 10 

Combined schools 

SCHOOL NO.SELECTED FOR THE STUDY 

A 8 

B 8 

c 8 

D 7 

3.6.2 Response rate 

A total number of 156 questionnaires were distributed to the teachers and all the 156 

questionnaires were returned .This indicates that all questionnaires that were issued were 

returned. The response rate was excellent 
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Table 3.2 Return of Questionnaire from teachers 

Secondary schools 

SCHOOL NO.OF ISSUED NO.OF RETURNED 

QUES'riONNArRES QUESTIONNAIRES 

A 11 11 

B 11 11 

c 11 11 

D 11 11 

E 11 11 

Primary schools 

SCHOOLS NO .OF ISSUED NO.OF RETURNED 

QUESTIONNAIRES QUESTIONNAIRES 

A 10 10 

B 10 10 

c 10 10 

D 10 10 

E 10 10 

F 10 10 

G 10 10 

Combined schools 

SCHOOLS NO.OF ISSUED NO.OF RETURNED 

QUESTINNAIRES QUESTIONNAIRES 

A 8 8 

B 8 8 

c 8 8 

D 7 7 
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3.6.3 Statistical analysis 

Mini tab Statistical Package, version fourteen (14) was used to capture and analyse the data. 

ANOVA and t-test were used. There was also the use of descriptive statistics. Leedy and 

Ormrod (2001 :251) define descript~ve statistics as describing a body of data. With the 

assistance of the University of North West statistical cOnsultant, both descriptive and 

quantitative analysis were employed. Variables were created and this helped to create 

descriptive statistics such as frequency tables, and graphs. To determine the statistical 

significance, a test of statistical significance was done to determine whether a null hypothesis 

could be rejected or not. 

3.7 CONCLUSION 

This chapter has described the research design used for this study and has also discussed the 

methods of data collection. Sampling and sampling techniques were discussed. The 

Researcher's role and ethical considerations were outlined. Finally, issues of trustworthiness 

and pre-testing of questionnaires were also discussed. 

The next chapter deals with analysis and interpretation of data as well recording of findings. 
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CHAPTER4 

ANALYSIS AND INTERPRETATION OF DATA 

4.1 INTRODUCTION 

This chapter presents results which have been collected and recorded as raw data in chapter 

three. The chapter will also summarise data, so as to present what is relevant or important in 

relation to the main question asked in chapter one which is what is the relevant and model 

for handling conflict among school teachers. The report will be presented in the form of 

statistical graphs and interpretation thereof. 

4.2 REVIEW OF RESPONDENTS 

One hundred and fifty-six (156) questionnaires were distributed and all of them were 

returned. Therefore the statistical analysis of questionnaires was based on 100% respondents. 
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4.3ANALYSING WAYS FOR R<\NDLING CONFLICT AMONG SCHOOL 

TEACHERS IN MOSES KOT ANE EAST 

SECTIONA 

GRAPHIC REPRESENTATION OFBIOGRAPHIC AND DEMOGRAPHIC DATA 

Graph 4.1: Age category 

The above graph shows that out of 156 respondents, 2 were 25 years old and below, 8 were 

between 26 and 30 years old, 2 1 were between 31 and 35 years old, 35 were between 36 old 

and 40 years old, 36 were between 41 and 45 years old, 27 were between 46 and 50 years old 

and 27 were 51 old years and above. As most teachers are still young there is still a chance 

for them to be trained on how to handle conflict among themselves, hence a model for 

managing confl ict is very important. 
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Graph 4.2: Gender 

The graph above shows that 67% of the respondents were female while 33% were male. This 

indicates that more females are employed as educators than males. It is certain that conflict 

occurred in schools with more female teachers than male. 

Graph 4.3: Position held 

EDUCAT -- - ' .. 
~ ..... _ ............... -· 113 

HOD 

DEPUTY • 4 

SMAN 5 

The above graph indicates that 113 respondents were educators, 24 were the HOD's, 4 were 

deputy principals while 15 were the principals. The fact that the deputy principals were few is 

because most schools do not have deputy principal. This indicates that all the positions of 

educators at school level were taken into consideration. The purpose will be that the 
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educators at the higher positions are more manageable than those at the lower positions, 

although the contributions of all teachers irrespective of their positions are acknowledged. 

Graph 4.4: Experiences · 

The graph above indicates that 11% of the respondents had 9 years and below experience in 

teaching , 37% had between 10 and 15 experience , 17% had between 16 and 20 years' 

experience , 19% had between 2 1 and 25 years' experience , 6% had between 26 and 30 

years' experience and 10% had 31 and above experience. This indicates that more educators 

in the field of teaching had experience between 10 and 15 years. The purpose of experience is 

that the more experienced teachers can handle conflict better than the less experienced 

teachers. 
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Graph 4.5: Qualification 
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The above graph shows that 76 respondents have teacher' s diploma, 16 have B.Ed.,30 have 

B.ED(Honours),23 have M.ED and 11 have others .This indicates that most respondents have 

teacher's Diploma. The purpose of the qualification was to have teachers with different 

qualifications and to find out how they handle conflict among themselves in their schools. 

Teachers handle conflict using their own approaches, the manager with Teacher' s Diploma 

would handle bener than the manager with B. ED (Honours), and hence a model for handling 

conflict is very important. 

Graph 4.6: Type of school 

CO~ IN 
20% 

. . . . ... . ;,. : ( : ~ . " ·~' -. -' ,. . . . . ~ ...... 
~·· ·;:...· '.,..~ ... ·/ ~····· .... ~.~ ~.:-.:•':-·~ \--~~-.. • '• ·-":<· ..... _ . ·~f'r~ 
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The above graph indicates that 20% of the respondents were from combined schools, 45% 

were from primary schools and 35% were from secondary schools. The purpose of the above 

graph is to indicate the type of schools used in this study. There are different cultural groups 

in combined schools. When people from different cultural, ethnic and racial backgrounds 

come together, what is most likely to occur is misunderstanding, tension and possibly 

conflict. 

Graph 4.7: Locations 

The above graph shows that 29% of the educators were from the urban areas while 71 were 

from the rural area. It means that the study covered more rural areas than urban areas. Urban 

schools are most manageable when compared to rural schools because they are accessible to 

circuit Offices, resources and transport which would reduce conflict among school teachers 

and management. It suggests that in rural schools where schools are far away from circuit 

offices, Office-based Support Specialists find it difficult to gain access to some of the schools 

and due to limited support given to the schools, misunderstanding, tension and conflicts are 

likely to occur. 
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4.4 ANALYSING RESPONDENTS' VIEWS ON THE HANDLING OF CONFLICT 

AMONG SCHOOL TEACHERS IN MOSES KOTANE EAST 

SECTIONB 

RESPONDENTS' VIEWS ON CONFLICT MANAGEMENT AMONG SCHOOL 

TEACHER 

4.4.1 Analysing causes of conflict 

Descriptive Statistics 

Variable 

S-AGREE 

AGREE 

DISAGREE 

S-DISAGR 

Variable 

S-AGREE 

AGREE 

DISAGREE 

S-DISAGR 

N 

5 

5 

5 

5 

Min 

19.0 

58.00 

12.00 

10.00 

Mean Median Tr Mean 

48 . 4 53.0 48.4 

63.60 65.00 63.60 

26.80 26.00 26.80 

17.20 13.00 17.20 

Max 

76.0 

67.00 

41.00 

31 . 00 

Q1 

24.5 

59.50 

15.00 

10.00 

52 

Q3 

70.0 

67.00 

39.00 

26.50 

StDev SE Mean 

23.6 10 . 6 

3.97 1.78 

12.28 5.49 

9.15 4.09 



The testing of hypothesis for the study on page 6 (bullet one) 

Ho 11 = 0 (Ineffective communication causes conflict). 

There is no significant relationship between ineffective communication and conflict. 

H 1 11 -:t- o (Effective communication does not cause conflict). 

There is no significant relationship between effective communication and conflict. 

Decision rule 

Accept null hypothesis ifT-vaJue statistcs ~ Probability value statistics. 

Reject null hypothesis if T-Value statistics > Probability value statistics. 

T-Test of the mean 

Test of mu = 0.1 vs mu not= 0.1 

Variable 

S-AGREE 

AGREE 

DISAGREE 

S- DI SAGR 

N 

5 

5 

5 

5 

Mean 

4 8 . 4 

63 . 6 

26 . 8 

17 . 2 

StDev SE Mean 

23 . 6 10 . 6 

4 . 0 1.8 

12 . 3 5 . 5 

9 . 1 4. 1 

53 

T 

4. 58 

35 . 75 

4 . 87 

4 . 19 

p 

0 . 010 

0 . 0000 

0 . 0082 

0 . 014 



Correlations (Pearson) 

S-AGREE 

AGREE -0 . 755 

DISAGREE -0 . 996 

S- DISAGR -0 . 916 

Rejec t null 

correlation. 

AGREE DISAGREE 

0 . 807 

0 . 429 0 . 877 

hypothesis because 

4 . 4.2 Analysing types of conflict 

Descriptive Statistics 

of 

Variable 

S- AGREE 

AGREE 

DISAGREE 

S-DISAGR 

N 

5 

5 

5 

5 

Mean Median TR Mean StDev SE Mean 

Variable 

S-AGREE 

AGREE 

DISAGREE 

S - DISAGR 

Min 

30 . 0 

34.00 

10 . 00 

8 . 00 

55 . 0 

67 . 40 

23 .4 0 

14. 60 

Ma x 

104 . 0 

80 . 00 

34 . 00 

29 . 00 

48 . 0 

73 . 00 

23 . 00 

12 . 0 0 

Ql 

36 . 5 

52 . 00 

15 . 50 

10 . 00 

54 

55 . 0 

67 . 40 

23 . 40 

14 . 60 

Q3 

77 . 0 

80 . 00 

31 . 50 

20.50 

28 . 5 

19 . 18 

9 . 07 

8 . 23 

12 . 7 

8 . 58 

4 . 06 

3 . 68 

negati ve-



The testing of hypothesis for the study on page 6 (bullet two) 

Ho Jl = 0 (More individuals disagree 

About issues is type of conflict). 

There is no significant relationship between more individuals disagreeing about issues and 

conflict. 

H1 Jl * o (More individuals agree about 

Issues is not type of conflict). 

There is no significant relationship between more individuals agreeing about issues and 
conflict. 

Decision rule 

Accept null hypothesis ifT- value statistics :S Probability value statistics. 

Reject null hypothesis ifT- value statistics > Probability value statistics. 

T-Test of the Mean 

Test of mu = 0 . 1 vs mu not= 0 . 1 

Variable N Mean StDev SE Mean T p 

S- AGREE 5 55 . 0 28 . 5 12 . 7 4.31 0 . 013 
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AGREE 

DISAGREE 

S-DISAGR 

5 

5 

5 

67.4 

23 . 4 

14 . 6 

19.2 

9.1 

8.2 

Correlations (Pearson) 

AGREE 

S-AGREE 

-0.986 

DISAGREE -0.888 

S-DISAGR -0.300 

Reject null 

correlation . 

AGREE DISAGREE 

0.809 

0.281 0 . 498 

hypothesis 

8.6 

4.1 

3.7 

7.85 

5.76 

3.95 

because 

0.0014 

0 .0045 

0 .017 

of negative 

4 . 4 . 3 Analysing consequences of conflict 

Descriptive Statistics 

Variable 

S-AGREE 

AGREE 

DISAGREE 

S-DISAGR 

Variable 

S-AGREE 

AGREE 

N 

4 

4 

4 

4 

Min 

41.0 

43.00 

Mean Median TR Mean 

60.0 

65 .00 

16 .25 

14 . 75 

Max 

96.0 

73 . 00 

51.5 

72 . 00 

16 . 50 

17.00 

Ql 

42.0 

50.00 

56 

60. 0 

65.00 

16 .25 

14.75 

Q3 

86 . 5 

73 .00 

StDev SE Mean 

25 .1 

1 4 . 70 

6 . 13 

6 . 65 

12.5 

7.35 

3 . 07 

3.33 



DISAGREE 

S- DISAGR 

10 . 00 

5 . 00 

22 . 00 

20 . 00 

10.50 

8 . 00 

21.75 

19.25 

The testing of hypothesis for the study on page 6 (bullet three) 

H0 J..l = 0 (Too much confljct can have negative consequences). 

There is no significant relationshlp between too much conflict can have negative 

consequences and conflict. 

H 1 J..l * o (Too much conflict cannot have negative consequences). 

There is no significant relationship between too much confl ict cannot have negative 

consequences and conflict. 

Decision rule 

Accept null hypothesis if T- value statistics ~Probability value statistics. 

Reject null hypothesis ifT- value statistics > Probability value statistics. 

T-Test of the Mean 

Test of mu = 0 . 1 vs . mu not 0 . 1 

Variable 

S-AGREE 

N 

4 

Mea n 

60 . 0 

StDev SE Mean 

25 . 1 12 . 5 

57 

T 

4.78 

p 

0 . 017 



DISAGREE 

S - DISAGR 

AGREE 

4 

4 

4 

16.2 

14 . 8 

65 . 0 

6 . 1 

6 . 7 

14 . 7 

3 . 1 

3 . 3 

7 . 3 

Correlations (Pearson) 

AGREE 

S-AGREE 

-0.973 

DISAGREE -0 . 696 

S - DISAGR -0 . 977 

Reject nul l 

correlation . 

AGREE DISAGREE 

0 . 518 

0 . 982 0 . 558 

hypothesis because 

5 . 29 

4 .4 2 

8 . 84 

of 

4.4.4 Analysing strategies for resolv in g conflict 

Variable 

S-AGREE 

AGREE 

DISAGREE 

S-DISAGR 

Variable 

S- AGREE 

AGREE 

DISAGREE 

Descriptive Statistics 

N 

7 

7 

7 

7 

Min 

20 . 0 

44 . 00 

5.00 

Mea n 

50 . 9 

62 . 43 

27 . 00 

15 . 71 

Max 

92 . 0 

81.00 

56 . 00 

Median 

39. 0 

53 . 00 

25 . 00 

7 . 00 

Q1 

21.0 

50 . 00 

6 . 00 

Tr 

58 

Mean 

50 . 9 

62 .4 3 

27 . 00 

15.71 

Q3 

86 .0 

79.00 

44.00 

StDev 

30 . 9 

15 . 83 

20 . 83 

16 . 70 

0 . 013 

0 . 022 

0 . 0031 

the 

SE Mean 

11.7 

5 . 99 

7 . 87 

6 . 31 

negative 



S-DISAGR 1. 00 47 . 00 5. 00 30 . 00 

The testing of hypothesis for the study on page 6 (bullet four) 

Ho fJ = 0 (Postponing confrontation is a strategy for resolving conflict). 

There is no significant relationship between postponing confrontation 1s a strategy for 

resolving and conflict. 

H1 fJ ~ o (PostpOning confrontation is not a strategy for resolving conflict). 

There is no significant relationship between postponing confrontation is not a strategy for 

resolving conflict and conflict. 

Decision rule 

Accept null hypothesis ifT- value statistics ~ Probabil ity value statistics. 

Reject null hypothesis ifT- value statistics> Probability value statistics. 

T -Test of the Mean 

Test of mu 

Va riable 

S- AGREE 

N 

7 

0 . 1 vs mu not 

Mean 

50 . 9 

0 . 1 

StDev SE Mean 

30 . 9 11.7 

59 

T 

4 . 35 

p 

0 . 0048 



AGREE 

DISAGREE 

S-DISAGR 

7 

7 

7 

62 .4 

2 7 . 0 

15 .7 

15 . 8 

20 . 8 

16 . 7 

Correlations (Pearson) 

AGREE 

S-AGREE 

0.012 

AGREE DISAGREE 

DISAGREE -0.930 - 0.265 

S-DISAGR -0.700 -0.641 0.723 

Re j ect nul l hypo thes i s 

correlat i on. 

6 . 0 

7 . 9 

6. 3 

10 . 43 

3 . 42 

2 .4 8 

bec ause 

0 . 0000 

0 . 014 

0 . 048 

of negative 

4.4.5 Analysing the role of the manager in conflict management 

Descriptive Statistics 

Variable N Mean Median Tr Mean Stoev SE Mean 

S - AGREE 4 64.5 68.0 64.5 30.1 15.0 

AGREE 4 60.75 62.50 60.75 6.95 3. 47 

DISAGREE 4 21.0 13.0 21.0 23.2 11.6 

S- DISAGR 4 9. 75 1 0.50 9. 75 3 . 59 1. 80 

Variable Min Max Q1 Q3 

S-AGREE 25.0 97.0 3 4 .2 91.2 

AGREE 51 .00 67 .00 53.50 6 6 .25 
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DISAGREE 

S-DISAGR 

Reject 

3.0 

5.00 

null 

correlation . 

55.0 

13.00 

5.3 

6.00 

hypot~esis 

44.7 

12 .75 

because of negative 

The testing hypothesis for the study on page 6 (bullet five) 

Ho J1 = 0 (In a conflict resolution both parties agree to accept the deci sions enforced by the 

manager). 

There is no significant relationship between that in a conflict resolution both parties agree to 

accept the decisions enforced by the manager and the conflict. 

H 1 J1 * o (In a conflict resolution both parties do not agree to accept the decision enforced by 

the manager). 

There is no significant relationship between that in a conflict resolution both parties do 

not agree to accept the decision enforced by the manager and conflict. 

Decision rule 

Accept null hypothesis ifT- value statistics ~ Probability value statistics. 

Reject null hypothesis ifT- value statistics > Probability value statistics. 
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T-Test of the Mean 

Test of mu = 0.1 vs mu not= 0.1 

Variable N Mean StDev 

S-AGREE 4 64.5 30.1 

AGREE 4 60.8 6.9 

DISAGREE 4 21.0 23 .2 

S-DISAGR 4 9.8 3.6 

Correlations (Pearson) 

AGREE 

S-AGREE 

-0.732 

DISAGREE -0. 955 

S-DISAGR -0.797 

AGREE DISAGREE 

0.497 

0.985 0.585 

SE Mean T 

15.0 4.29 

3.5 17.48 

11.6 1.81 

1.8 5.40 

Re j ect null hypothe sis because 

correlat ion . 

62 

p 

0.023 

0.0004 

0.17 

0 . 012 

of negative 



4.5 ANALYSING GENERAL VIEWS ON THE HANDLING OF CONFLICT 

AMONG SCHOOL TEACHERS IN MOSES KOTANE EAST 

SECTJONC 

GENERAL VIEWS ON THE HANDLING OF CONFLICT AMONG SCHOOL 

TEACHERS IN MOSES KOTANE EAST 

Graph 4.8: Graph for solving conflict 

- • "'• ,. ;·"' .• ~- t - I -- - _.... ..., 

82% 

The above graph shows that 18% of the respondents gave negative strategies for solving the 

conflict. Some of them did not attempt the question at all. Others gave irrelevant infonnation 

or strategies; hence a model for handling conflict is important. The graph also shows that 

82% of the respondents gave relevant strategies. Some respondents gave compromise, 

avoidance, competing accommodation and collaboration as the best strategies for resolving 

conflict. Mediation, arbitration and counselling were stated as the ways which can be used by 

the managers to solve conflict. 
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Graph 4.9: Graph for major causes of conflict in your school 

The above graph indicates that 20% of the respondents responded negatively. Some of them 

gave irrelevant answers while some did not even try the question. Eighty percent (80%) of the 

respondents responded positively. They attempted the question very well and gave the 

relevant major causes of the conflict. Some respondents gave the causes of conflict such as 

limited resources, ineffective communication and differences in peoples' value. 

Graph 4.10: Graph for site manager in conflict resolution 

The above graph indicates that 21% of the respondents responded negatively. Some gave 

irrelevant roles of the manager while others did not attempt the question at all. Seventy-nine 

percent (79%) of the respondents responded positively. They gave relevant roles of the 
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manager in conflict resolution. They stated that the manager should be the mediator during 

the conflict resolution. The manager can also be arbitrator. In arbitration approach, problem 

is temporarily solved because parties involved have had no say in decision taken. The 

decision is imposed to the parties. 

4.6 SUMMARY FOR ANALYSING RESPONDENTS' VIEWS ON THE HANDLING 

OF CONFLICT AMONG SCHOOL TEACHERS IN MOSES KOTANE EAST 

4.6.1 Causes of conflict 

Graph 4.11 : Ineffective communication 

S-Ol SAG 

S-AGRE 
49% 

The above graph shows that 49% of the respondents strongly agree, 37% agree, 8% disagree 

and 6% strongly disagree that ineffective communication is the cause of conflict. If 

communication is not effective the result can be a conflict. 
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Graph 4.12: Difference in people's value system 

The above graph shows that 34% of the respondents strongly agree, 43% agree, 17% disagree 

and 6% strongly disagree that differences in people' s value constitute the cause of conflict. 

Divergent values usually lead to intergroup conflict. Peoples' values should be respected 

and at the same time people should be prepared to compromise their values. 

Graph 4.13: Favouritism by the principal to others 

DISAGREE.-________ _ 

8% 

39% 

S-AGREE 
41% 

The above graph shows that 41% of the respondents strongly agree, 39% agree, 12% disagree 

and 8% strongly disagree that favouritism by the principal to others is the cause of conflict. 

To avoid conflict, principal should treat all teachers equally. 
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Graph 4.14: External influences by parents 

The above graph shows that 12% of the respondents strongly agree, 42% agree, 26% disagree 

and 20% strongly disagree that external influences by the parents are the causes of conflict. 

External demands by parents, rationalisation of staff and reduced financial aid can cause 

conflict. 

Graph 4.15: Scarcity of resources 

The above graph shows that 19% of the respondents strongly agree, 43% agree, 24% disagree 

and 14% strongly disagree that scarcity of resources is the cause of the conflict. There should 

be policies, rules and regulations in place of how and when the resources are to be used. This 

will minimise conflict. 
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4.6.2 Types of conflict 

Graph 4.16: When two or more individuals disagree about issues 

The above graph shows that 32% of the respondents strongly agree, 45% agree, 19% disagree 

and 4% strongly disagree that when two or more individuals disagree about issues, this can 

lead to a type of conflict. This is interpersonal conflict. It should be solved satisfactorily and 

timeously to prevent it to be a destructive conflict. 

Graph 4.17: Specific needs that create climate for a_possible conflict 

~ 
~ 
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The above graph shows that 19% of the respondents strongly agree, 51% agree, 22% disagree 

and 8% strongly disagree that specific needs create the climate for a possible conflict is a type 

o f conflict. If individuals have specific needs or insist that their believes and values dominate 

in their groups, there will be a conflict. Teachers should sacrifice their believes and their 

values to minimise conflict. 

Graph 4.18: Conflict views within the same group 

S-
DISAGREE 

S% S-AGREE 

AGREE 
51% 

The above graph shows that 28% of the respondents strongly agree, 51% agree, 13% disagree 

and 8% strongly disagree that conflicting views within the same group is a type of conflict. 

Conflicting views with in the same group result into intra-group conflict. It should be 

managed constructively to become constructive conflict. 
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Graph 4.19: Two parties want the same thing but only one party can have it 
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The above graph indicates that 31% of the respondents strongly agree, 46% agree, 15% 

disagree and 8% strongly disagree that when two parties want the same thing but only one 

party can have it. There should be policies, rule and regulations of how and the resources 

should be used. This will minimise the conflict. 

Graph 4.20: The autocratic principals can be the source of conflict 

DISAGREE 

,,. ~ i .. ~ .. , ( ~ ..... i!':. ~ •••• ~ •• -~·.· : 't rf' ': ~~ 
' . 

~ 

The above graph indicates that 104 of the respondents strongly agree, 34 agree, 10 disagree 

and strongly disagree that the autocratic principals can be the source of conflict. Autocratic 
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principal is a source of conflict because he or she is oppressive and uses arbitration approach. 

Educators have no say in decision making. 

4.6.3 Consequences of conflict 

Graph 4.21: Conflict can energize and make the people_to wake up 
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The above graph shows that 29% of the respondents strongly agree 47% agree, 13% disagree 

and II% disagree, that conflict can energize and make the people to wake up. If conflict is 

solved constructively it can open peoples' eyes and make people to wake up. 
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Graph 4.22: Too much conflict can have negative consequences 

g Series1 • Series2 

The above graph shows that 96 of the respondents strongly agree, 43 agree, 12 disagree and 5 

strongly disagree that too much conflict can have negative consequences. Conflict should not 

be too high nor too low since it can have negative consequences. Minimal conflict has 

positive consequences. 

Graph 4.23: Conflict can provide an opportunity for_ creativity 

The above graph shows t11at 26% of the of tlle respondents strongly agree, 47% agree, 14% 

disagree and 13% strongly disagree tllat conflict can provide an opportunity for creativity. 

Conflict should not be too high or too low because it can be destructive. Minimal conflict can 

provide an opportunity for creativity. 
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Graph 4.24: Educators stop to speak to one anoth~r 
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The above graph shows that 37% of the respondents strongly agree, 45% agree, 6% disagree 

and 12% strongly disagree that educators stop to speak to one another. If educator stop to 

speak to one another it shows avoidance which is unassertive, uncooperative style in which 

one attempts to withdraw from the conflict. 

4.6.4 Strategies for resolving conflict 

Graph 4.25: Maintaining strong inter-group_relationship 
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The above graph shows that 69 of the respondents strongly agree, 81 agree, 5 disagree and 1 

strongly disagree that maintaining strong inter-group relationshjp is a strategy of resolving 

conflict. This inrucates the win-win situation in which both parties try to communicate and 

cooperate to find a solution to the conflict even if it is difficult and it takes a long time. 

Graph 4.26: It is better to apply the strategy which is_ based on solution 

The above graph shows that 69 of the respondents strongly agree, 81 agree, 5 disagree and 1 

strongly disagree that it is better to apply the strategy which is based on solution that partially 

satisfies the interests of the parties involved. Collaboration strategy satisfies the interests of 

all parties involved because they have had a say in decision makjng. 
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Graph 4.27: Imposing a particular preferred solution_on the other party 

The above graph shows that 13% of the respondents strongly agree, 32% agree and 36% 

disagree and 19% strongly disagree that imposing a particular preferred solutjon on the other 

party is a strategy of resolving conflict. The solution can not last long since the other party 

had no say in decision making. 

Graph 4.28: Postponing confrontation 

The above graph shows that 13% of the respondents strongly agree, 28% agree, 28% disagree 

and 31% strongly disagree that postponing confrontation is a strategy of resolving conflict. 
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This strategy is unassertive, uncooperative style in which the person withdraws from the 

conflict by side-stepping or postponing confrontation. 

Grapb 4.29: Conflict can be reduced by instituting additional rules 
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The above graph shows that 19% of the respondents strongly agree, 49% agree, 28% disagree 

and 4% strongly disagree that conflict can be reduced by instituting additional mles. Code of 

conduct for educators, policies, rules and regulations can help to reduce conflict in schools. 

Grapb 4.30: Conflict is less likely to occur if activities_are well defined 
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The above graph shows that 56% of the respondents strongly agree, 34% agree, 6% disagree 

and 4% strongly disagree that conflict is less likely to occur if activities are well defined. If 

policies, rules and regulations are clearly defined to each and every teacher, conflict is less 

likely to occur. 

Graph 4.31 : It is important that there should be third person in process of negotiation 

in order to participate in the joint decision making process 

The above graph shows that 92 of the respondents strongly agree, 53 agree, 6 disagree and 5 

strongly disagree that it is important that there should be a third person in the process of 

negotiation in order to participate in the joint decision making process. The third person is a 

mediator. A mediator has no decision making powers but helps the disputing parties to reach 

their own acceptable conclusion. 
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4.6.5 The role of the manager in conflict management 

Graph 4.32: )'be school manager should not only listen to conflict parties but shouid 

guide them 

The above graph shows that 97 ofthe respondents strongly agree ,51 agree, 3 disagree and 5 

strongly disagree that tl1e school manager should not only listen to conflicting parties but 

should guide them. During mediation the school manager should listen, guide and activate 

conflicting parties. 

Graph 4.33: In mediation, the school manager should meet each party separately first 

The above graph shows that 74 of the respondents strongly agree, 61 agree, 12 disagree and 9 

strongly disagree that in the mediation, the school manager should meet each party 
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separately. ln mediation the school manager should meet each party separately first to prepare 

each party for the .following discussion. 

Graph 4.34: In a conflict resolution in your school both parties agree to accept decision 

enforced_by the school manager 

The above graph shows that 16% of the respondents strongly agree, 41% agree, 35% disagree 

and 8% strongly disagree that both parties agree to accept decision enforce by the school 

manager. This is arbitration approach because the decision is enforced by the school 

manager. It is only a temporary solution because parties involved have had no say in it. 

Graph 4.35: In arbitration approach applied by school manager, the problem can arise 

when the decision has to be implemented because the parties have had no say in it. 
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The above graph shows that 40% of the respondents strongly agree, 43% agree, 9% disagree 

and 8% strongly disagree that in the arbitration approach applied by the school manager, 

problem can arise when the decision has to be implemented because the parties have had no 

say in it. In arbitration approach school manager applies his or her authority to solve the 

problem. The solution to a problem cannot last long because parties involved have had no say 

in it. 

4.7 CONCLUSION 

Wltat the researcher has observed from the analysis of data is that the teachers have different 

views about the handling of conllict. Some of them do not use suitable approaches to handle 

conflict. Some of them do have different views about the handling of conflict. Loock et al. 

(2009:48) state that each of the approaches to conflict resolution is appropriate in one or 

other situation, depending on the conflict situation and the factors that influence the conflict . 

They tend to personalise issues and frustrate each other. 

It was very interesting to find out that some teachers believed that some conflicts in the 

organisation could be beneficial. Constructive conflict, by implication, can thus improve an 

organisation' s effectiveness by st imulating change and by improving the decision-making 

process (Loock et at. , 2009:48). Ln some schools teachers believe that for the school to be 

creative, conflict should be there. Ragin and Duquette (2000:22) state that conflict is a normal 

part of life and as a result, cannot always be avoided. Some of them are defensive and do not 

want to reveal the truth about the existence of conflict. Some of the selected teachers and 

principals have measures to handle conflict within the schools and have to implement the 

relevant measures. 
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CHAPTER 5 

A MODEL SUGGESTED BY THE RESEARCHER FOR CONFLICT RESOLUTION 

AMONG SCHOOL TEACHERS fN MOSES KOTANE EAST 

5.11NTRODUCTION 

The researcher has undertaken this study to present a suggested model regarding the handling 

of conflict among teachers in the schools of Moses Kotane East of Bojanala West in North ­

West province. In this chapter the researcher will present a new model which referred to as a 

dynamic and multi-faceted model wruch is an amalgamation of two models for conflkt 

resolution which were fu lly discussed in Figure 2.1 (page 27) and Figure 2 .2 (page 30) in 

chapter 2. The proposed model is reflected on page 80 (Figure 5.1 ). 
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5.2 A MODEL SUGGESTED BY THE RESEARCHER IN THIS STUDY 

Figure 5.1 : A dynamic model for resolving conflict in schools (Adapted from Vander 

Westhuizen, 2004: 643 & Loock etal. 2009:56) 

Lose- win win -win 

· ··········-··-······---·····---·-···-··-···-···-···········--········---·-···----·······-··········-····-··--· 
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~ : 
I ! 
I e l 
I
! Compromising I 

~ 
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Avoiding Competing 

· ·--.......................... --··----............ -......... _ ............. - ............ _ ............ - -······· .. ··-··· .. ··-·-······ 

Lose - lose win - lose 

Figure 5.1 is a combination of figures 2.1 and 2.2 on pages 27 and 30. Figure 2. 1 is an 

Interchangeable combination of self-assertion and cooperation model (adapted from Vander 

Westhuizen, 2004:643) which demonstrates five styles of resolving conflict in schools. 

Figure 2.2 is a Grib model of Thomas and Kilman (adapted from Loock et al. , 2009:56) 

which demonstrates five strategies of resolving conflict in schools. The outer section of figure 
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5.1 reflects the elements in figure 2.1 while the inner section reflects the elements in figure 

2.2. 

Our final analysis of figure 5.1 reveals that the suggested model is therefore multi­

dimensional in scope and content and it can be used to resolve conflict in multi-faceted 

situations where group dynamics exist. The uniqueness of this model lies in the fact that it 

has the following advantages and features: 

• It contains all facts and advantages in figure 2. 1 on page 27. 

• Since it is multi-dimensional, it can be utilised in many situations where conflict 

exists. 

• It al so contains all the elements it figure 2.2 on pages 30. It is therefore, multi-faceted 

in nature. 

• Jt has the potential use by teachers in both primary and secondary schools depending 

on the dynamics of the situations. 

5.3 CONCLUSION 

In this chapter a new dynamic model for handling conflict among school teachers in 

Moses Kotane East was designed and presented as shown in figure 5.1. The features and 

advantages of the model were also discussed. 

School principals, deputies, head of departments and teachers may use this model to resolve 

conflicts in their schools. 

The next chapter deal s with synthesis, discussion and critic of findings, recommendations 

and concluding remarks. 
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CHAPTER6 

SYNTHESIS, FINDINGS, RECOMMENDATIONS AND CONCLUDING REMARKS 

6.1 INTRODUCTION 

This research aimed to assess and discuss the effectiveness of a model for handling conflict 

among school teachers. ln chapter 4 the data was analysed, interpreted and summarized to 

provide answers to research question. The data was explained and presented in graphic form. 

In the final chapter, the findings of the research and recommendations are outlined. Firstly, 

the overview of the research is given and then, the findings are made followed by the 

recommendations. 

6.2 OVERVIEW OF THE RESEARCH 

The general aim of this research was to assess and discuss the effectiveness of a model for 

handling conflict among school teachers in Moses Kotane East. 

The study aimed to 

• To detennine from the literature the nantre and scope of handling conflict m 

educational organizations. 

• To investigate empirically the handling conflict of among teachers in Moses Kotane 

East. 

• To identify and to discuss the types and causes of conflict among school teachers in 

Moses Kotane East. 

• To discuss the strategies and the role of managers in conflict resolution. 

The literature study in chapter 2 provides an exposition on handling of conflict amongst 

school teachers. 
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The literature review comprises a knowledge base which enables the researcher to become 

familiar with the work that has already been done on the research topic and to better 

understand the nature and extent of the topic. 

In chapter three, the research methoaology was described. Questionnaire was distributed to 

aU sampled schools in the Moses Kotane East district of the North West province. The 

questionnaire was developed to assess teachers and the school manager's perceptions of 

strategies of handling confl ict amongst school teachers. 

Chapter 4 is devoted to the analysis and interpretation of the empirical data. T.test was used 

to examine the difference in the vector means of the two independent groups on the past 

level, gender, age, and the area in which the school was situated and incidence of handling 

conflict amongst school teachers. 

The overview of the research is followed by a discussion of the findings emanating there 

from. 

6.3 FINDINGS 

6.3.1 Findings from literature study and findings form the empirical research. 

The literature study on various aspects of handling conflict and data obtained through the 

teachers responses to the questionnaire and interview questions in th is research revealed that 

conflict behaviour is caused by various causes. The various strategies can also be used to 

handle conflict. 

6.3.1.1 Causes of Conflict 

Literature review has revealed that unlimited resources are causes of conflict. Smallwood 

(2007: 1) states that when the resources are limited, conflict is a by-product. ineffective 

management systems are also the most cause of the conflict. From the view ofBacal (2006:1) 

poor conflict management skills in an organizations leader often means poorly managed 

conflict throughout the system. 
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6.3.1.2 Types of Conflict 

Although the other conflicts occur, the one which occurs frequently is the interpersonal 

conflict whkh occurs between two individuals. Steyn and Van Niekerk (2002:76) state that 

interpersonal conflict is the most widespread and visible kind of conflict in schools and other 

organizations, and results when two or more individuals disagree about issues, actions or 

goal. 

6.3.1.3 Consequences of Conflict 

The literature review revealed that conflict is the natural part of any institution. Smallwood 

(2007: 1) thinks that conflict can be healthy or unhealthy for the relationship, depending on 

how it is handled. When conflict is handled constructively, creativity is promoted. When 

conflict is handled constructively, it promotes growth and problem solving. 

6.3.1.4 Strategies for resolving conflict 

The strategy for handling conflict depends on the situation, the type of conflict and the 

people. This means that all strategies can be used depending on the situations in which they 

are used. Ho (2006:1) confirms when he says that there is no type which is superior to the 

other, but it all depends on the people, environment and the context. However, there is 

probably one style that is usually utilised in many situations. 

6.3.1.5 The role of the manager 

Good meditation by the school manager can help to handle or resolve conflict in schools. The 

Majority of respondents agree with this finding. 

6.3.1.6 Code of conduct for teachers and other additional rules. 

If there is a code of conduct for teachers in schools, every teacher will know how to behave. 

This will help to reduce unnecessary conflict. Additional rules and policies of the school can 

help to reduce conflict. Majority of respondents also agree with this finding. 
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6.3.1.7 Guidelines for reducing or preventing unnecessary conflict can help educators to 

reduce the conflict. 

6.4 RECOMMENDATIONS 

6.4.1 Recommendations based on the literature review as well as the findings of the 

present study. 

In view of the literature review as well as the findings of the present study, the researcher 

hereby wishes to advance the fo llowing recommendations. 

6.4. J . l The principal should see to it that the limited resources are distributed equally among 

teachers to avoid conflict. 

6.4.1.2 Conflict awareness should be raised in all schools which experience it. Teacher 

should be made aware of types of conflict and how they can handle them. 

6.4.1.3 Teachers should be made aware that conflict is natural. Too much and little conflict 

have negative results on an organization. Therefore conflict should be minimum and be 

handled constructively. When handled constructively conflict can have positive results. 

6.4 . 1.4 Teachers should be empowered about strategies to handle conflict. T his can be done 

by exposing them to workshop on how to handle conflict in schools. The strategies will be 

li sted and sent to schools for teachers to empower themselves. 

6.4.1 .5 The site manager should know the part he should play in handling conflict. He should 

have good skills to mediate between teachers. The managers should be work- shopped on 

how to handle conflict by way of mediation. They can even counsel teachers in staff­

meetings 

6.4. 1.6 Copy of code of conduct for teachers should be given to every teacher to read for 

himself/herself The manager should always remind them of their code of conduct. Copies of 

additional rules and policies should be discussed in staff meetings. This can help to reduce 

conflict. 
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6.4.1. 7 Copies for guidelines for reducing or preventing unnecessary conflict should be given 

to every teacher to read for himself or herself 

6.4.1.8 The researcher recommends "interchangeable combinations of self-assertion and 

cooperation model as depicted by ·Thomas & J(j lman because it is multi-faceted since it 

included avoiding, compromising, collaborating, competing and accommodating approaches. 

It is an ideal and dynamic model because the respondents also comply with it. 

6.5 RECOMMENDATIONS FOR FUTURE RESEARCH 

Although research has been done on handling conflict among teachers in various countries, 

little has been done in South Africa and much should be done at a high level because there 

are many incidents of conflicts that are currently prevalent is South African schools. Tllis can 

be done by implementing a multi-dimensional model for resolving conflict because the 

phenomenon of conflict itself is multi-faceted. 

6.6 CONCLUSION 

The researcher has discussed the findings regarding tbe handling of conflict based on the 

literature review and data collected. Recommendations based on the literature review and 

future research are also stated. 

It is evident that conflict among school teachers should be minimal. This means there should 

not be too much or too little conflict in schools because they are not constructive. The 

teachers should accept that conflict is natural and is part of life. Therefore teachers should 

know strategies for handling conflict. 

The research revealed the role of the manager in handling conflict. The role of the manager in 

mediation, arbitration and counselling has also been discussed. Although the roles are all 

useful in meditation it seems to be the best because the teachers in conflict have a say in 

decision making. 
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Finally, it is evident that unnecessary and disruptive c.onflict should be eliminated and only 

constructive conflict should be allowed, hence a model for handling conflict is necessary, 

which is a dynamic model for resolving conflict in schools. It is a good model because is 

multi-dimensional. It is therefore a relevant model for handling conflict among school 

teachers. 
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APOMANAGER 

MOGWASE 

0314 

Sir 

APPENDIX I 

P.O.BOX294 

SWARTKLIP 

0370 

11 JANUARY 2008 

ACCESS TO SCHOOLS FOR CONDUCTING RESEARCH 

I hwnbly request access to schools in your jurisdiction to distribute questionnaires for the 

research r am conducting on a model for handling conflict among school teachers in Moses 

Kotane East. The research is conducted in partial fulfilment of requirements for the master of 

education degree in education management at North West University- Mafikeng campus. 

r thank you in advance for your support. 

Yours faithfully 

M. H. Jaabosigo 

97 



APPENDIX 0 

LETTER OF INTRODUCTION OF QUESTIONNAIRES TO RESPONDENTS 

Dear Respondent 

P.O.BOX294 

SWARTKLIP 

0370 

14 JANUARY 2008 

You are humbly requested to spare some few minutes and respond to the questions in thjs 

questionnaire. The questionnaire is a tool to collect data on a model for handling conflict 

among school teachers in Moses Kotane East. Please respond to the questions as genuinely as 

you possibly can since the aim here is to provide authentic and reliable data on management 

and leadership development in schools. There are no wrong or right answers and therefore 

you need not fear any form of recrimination. Your response would be treated as 

confidentially as possible and no one would be penalised or victimised for his or her 

responses. 

I thank you in advance for your sincerity and time. 

Yours faithfully 

M.H.Jaabosigo 
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APPENDIXID . 

QUESTIONAIRE DIRRECTED TO TEACHERS IN MOSES KOTANE EAST 

QUESTIONNAIRE ON A MODEL FOR HANDLING CONFLICT AMONG 

SCHOOL T EACHERS fN MOSES KOTANE EAST 

SECTION A 

BIOGRAPHIC AND DEMOGRAPHIC DATA 

Mark an [X] next to the appropriate nwnber. 

1. AGE CATEGORY 

1. I 25 years and below 

1.2 26-30 years 

1.3 3 1-35 years 

1.4 36-40 years 

1.5 4 1- 45 years 

1.6 46 - 50 years 

1.7 51 years and above 

2. G ENDER 

12.1 Male 

3. POSITION HELD 

3. I Site Manager 

3.2 Deputy 

3.3 Head of Department 

3 .4 Educator 
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4. EXPERIENCE 

4.1 9 years and below 

4.2 10- 15 years 

4.3 16-20years . 

4.4 21- 25 years 

4.5 26-30 years 

4.6 31 years and above 

5. QUALIFICATIONS 

5.1 Teachers Diploma 

5.2 B.ED 

5.3 Post graduate Diploma 

5.4 B.ED(HONS) 

5.5M.ED 

5.6 Others 

6. TYPE OF SCHOOL 

6.1 Secondary 

6.2 Primary 

6 .3 Combined 

6.4 Private 

7. LOCATION 

17.1 Rural 

7.2 Urban 
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SECTION B: RESPONDENTS' VIEWS ON THE HANDLING OF CONFLICT 

AMONG SCHOOL TEACHERS IN MOSES KOTANE EAST 

To respond to questions in this section a scale is provided. Mark with an [X] in the applicable 

space provided below in each item. 

4. Strongly Agree [SA] 

3. Agree [A] 

2. Disagree [D] 

1. Strongly Disagree [SD] 

1. CAUSES OF CONFLICT 

8.1 Ineffective communication 

8.2 Differences in peoples value system 

~ Favouritism by the principal to others 

8.4 External influences by parents 

8.5 Scarcity ofresources 

SA 

4 

4 

4 

4 

4 
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l A D SD 

3 2 1 

I 

3 2 1 

3 2 1 

3 2 1 

3 2 1 



2. TYPES OF CONFLICT 

SA l A l D SD 

9.1 When two or more individuals 4 13 2 1 

disagree about issues, actions or goal. 

9 .2 Specific needs that create climate for 4 13 2 1 

a possible confl ict. 

9.3 Confl icting views with the same 4 3 2 1 

group 

9.4 Two parties wanting the same thing 4 3 2 1 

but only one party can have it. 

9.5 The Autocratic principal can be the 4 3 2 1 

source of conflict. 

-..J 
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3 CONSEQUENCES OF CONFLICT 

SA A 

10.1 Conflict can energize and make the 4 3 

people to wake up. 

10.2 Too much conflict can have negative 4 3 

consequences 

10.3 Conflict can provide an opportunity 4 3 

for creativity 

10.4 Educators stop to speak to one 4 3 

another if there is conflict between them. 

4 STRATEGIES FOR RESOLVING CONFLICT 

SA 

11 .1 Maintaining strong inter-group 4 

relationship while ensuring that all 

parties achieve their interests to solve 

problems 

11 . 2 It is better to apply the strategy 4 

which is based on solution that partially 

satisfies the interests of the parries 

involved 

11 .3 Imposing a particular preferred 4 

solution on the other party or parties. 

11.4 Postponing confrontation 4 
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A 

3 

3 

3 

3 

D SD 

2 I 

2 I 

2 1 

2 1 

D SD 

2 

2 

2 

2 



11 .5 Conflict can be reduced by 4 3 2 

instituting additional rules. 

I 1.6 Conflict is less likely to occur if 4 3 2 

activities are well defined and accepted 

by all educators. 

11.7 It is important that there should be a 4 3 2 

third person in the process of negotiation 

m order to participate tn the joint 

decision making process. 

1.2 THE ROLE OF THE MANAGER IN CONFLlCT MANAGEMENT 

SA 
12.1 The school manager should not only 4 

listen to conflicting parties but should 

also guide them. 

12.2 In mediation, the school manager 4 

should meet each party separately at first, 

if there is too much hostility between 

them in order to persuade them to be 

positive and rational. 

12.3 In a confl ict resolution in your 4 

school both parties agree to accept the 

decision enforced by the school manager 

12.4 In arbitration approach applied by 4 

the school manager, problems can arise 

when the decision has to be implemented 

because the parties have had no say in it. 
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A 0 

3 2 

3 2 

3 2 

3 2 

1 

1 

I 

SD 
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SECTION C: GENERAL VIEWS ON THE HANDLING OF CONFLICT AMONG 

SCHOOL TEACHERS IN MOSES KOTANE EAST. 

1. List strategies that your school uses to resolve conflict and state why you think these 

are powerful strategies. 

2. List five major causes of conflict in your school. 

3. What is the role of the site manager m conflict resolution? 

4. Which models do you use for conflict resolution? 
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APPENDIX IV 

TRANSCRIPTS 

SECTION A 

BIOGRAPHIC AND DEMOGRAPHIC DATA 

Mark an [X] next to the appropriate number. 

1. AGE CATEGORY 

1.1 25 years and below 2 

1.2 26-30 years 8 

1.3 3 1-35 years 21 

I .4 36-40 years 35 

1.5 41 - 45 years 36 

1.6 46 - 50 years 27 

1.7 51 years and above 27 

2. G ENDER 

2.1 Male 33% 

2.2 Female 67% 

3. POSITION HELD 

3.1 Site Manager 15 

3.2 Deputy 4 

3.3 Head of Department 24 

3.4 Educator 11 3 

4. EXPERIENCE 

4. 1 9 years and below II % 

4.2 10- 15 years 37% 
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4.3 16-20 years 17% 

4.4 21-25 years 19% 

4.5 26-30 years 6% 

4.6 31 years and above 10% 

5. QUALIFICATIONS 

5.1 Teachers Diploma 76 

5.2 B.ED 16 

5.3 Post graduate Diploma 0 

5.4 B.ED(HONS) 30 

5.5 M.ED 23 

5.6 Others 11 

6. TYPE OF SCHOOL 

6.1 Secondary 35% I 
6.2 Primary 45% I 
6.3 Combined 20% I 
6.4 Private 0% I 

7. LOCATION 

7.1 Rural 71% 

7.2 Urban 29% 
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SECTION 8: RESPONDENTS' VIEWS ON THE HANDLING OF CONFLICT 

AMONG SCHOOL TEACHERS IN MOSES KOTANE EAST 

To respond to questions in this section a scale is provided. Mark with an [X] in the applicable 

space provided below in each item. 

4. Strongly Agree [SA] 

3. Agree [A] 

2. Disagree [D] 

1. Strongly Disagree [SO] 

3. CAUSES O F CONFLICT 

8.1 Ineffective communication 

8 .2 Differences in peoples value system 

8.3 Favouritism by the principal to others 

8.4 External infl uences by parents 

8.5 Scarcity of resources 

SA 

4 

49% 

4 

34% 
4 

41% 

4 

12% 

4 

19% 
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A D so 
3 2 1 

37% 8% 6% 

3 2 l 

43% 17% 6% 
3 2 J 

39% 12% 8% 

3 2 1 

42% 26% 20% 

3 2 1 

43% 24% 14% 



4. TYPES OF CONFLICT 

SA A ID so 
9.1 When two or more individuals 4 3 2 1 

disagree about issues, actions or goal. 

32% 45% 19% 4% 
9.2 Specific needs that create climate for 4 3 2 1 

a possible conflict. 

19% 51% 22% 8% 
9.3 Confl icting views with the same 4 3 2 1 

group 

28% 51% 13% 8% 
9.4 Two parties wanting the same thing 4 3 2 1 

but only one party can have it. 

31% 145% 15% 8% 
9.5 The Autocratic principal can be the 4 13 2 1 

source of conflict. 

105 34 10 8 

5. CONSEQUENCES OF CONFLICT 

SA A 0 so 
I 0.1 Conflict can energize and make the 4 3 2 1 

people to wake up. 

29% 47% 13% 11% 
10.2 Too much conflict can have negative 4 3 2 1 

consequences 

96 43 12 5 
10.3 Conflict can provide an opportunity 4 3 2 1 

for creativity 

26% 47% 14% 13% 
10.4 Educators stop to speak to one 4 3 2 1 

another if there is conflict between them. 

37% 45% 6% 12% 
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6. STRATEGIES FOR RESOLVING CONFLICT 

SA 

11 .1 Maintaining strong inter-group 4 

relationship whi le ensuring that all 

parties achieve their interests to solve 

problems 
69 

11. 2 It is better to apply the strategy 4 

which is based on solution that partially 

satisfies the interests of the parties 
69 

involved 

11 .3 Imposing a particular preferred 4 

solution on the other party or parties. 

13% 

11.4 Postponing confrontation 4 

13% 

11.5 Conflict can be reduced by 4 

instituting additional rules. 

19% 

11 .6 Conflict is less likely to occur if 4 

activities are well defined and accepted 

by all educators. 

56% 
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3 

81 

3 

81 

3 

32% 

3 

28% 

3 

41% 

3 

34% 

D so 

2 1 

5 

2 

5 

2 1 

36% 19% 

2 

28% 31% 

2 l 

28% 4% 
·-

2 1 

6% 4% 



11 .7 It is important that there should be a 4 3 2 1 

third person in the process of negotiation 

m order to participate m the joint 

decision making process. 92 53 6 5 

1.2 THE ROLE OF THE MANAGER IN CONFLICT MANAGEMENT 

SA A D so 
12.1 The school manager should not only 4 3 2 1 

listen to conflicting parties but should 

also guide them. 
97 51 3 5 

12.2 In mediation, the school manager 4 3 2 ] 

should meet each party separately at first, 

if there is too much hostility between 

them in order to persuade them to be 74 61 12 9 

positive and rational. 

12.3 In a conflict resolution m your 4 3 2 I 

school both parties agree to accept the 

decision enforced by the school manager 
16% 4 1% 35% 8% 

12.4 In arbitration approach applied by 4 3 2 I 

tbe school manager, problems can arise 

when the decision has to be implemented 
40% 43% 9% 8% 

because tbe parties have had no say in it. 

SECTION C: GENERAL VIEWS ON THE HANDLlNG OF CONFLICT AMONG 

SCHOOL TEACHERS IN MOSES KOTANE EAST. 

1. List strategies that your school uses to resolve conflict and state why you think these 

are powerful strategies. 

Problem solving is the best strategy because both parties try to communicate and operate to 

find solution to the confl ict even if it is difficult. Compromise is also the best strategy 

because both parties have to give up something they value for the sake of peace. 
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Accommodation can be a good strategy when the other party ts wrong but indicates 

willingness to come to an agreement with the other party. 

2. List five major causes of conflict in your school. 

Limited resources, poor conflict management skiJis in an organisation, principal ' s 

favouritism to other educators, educators' gossips, ineffective communication, autocratic 

leadership, different opinions, educators not abide to school regulations, activities not well 

defined, differences in values, cultural di fferences, lack of respect to others and unreasonable 

work load are the major causes of confl ict in schools. 

3. What is the role of the site manager in conflict resolution? 

Good mediation by the principal can help to handle confl ict. The manager should advise 

the parties in confl ict while mediating. Make sure that all parties are satisfied with the 

decision taken. The manager should be a good listener in a conflict resolution process. The 

manager should be a good arbitrator and should also apply counselling. 

4. Which models do you use for conflict resolution? 

" Ln our school we prefer a combination of various models for conflict resolution." 

Although the respondents knew that they used different models for resolving conflict 

they could not mention specific names of models but they used key words such as 

collaboration, compromising, competing, accommodating and avoiding strategies. 

Win-win, win-lose and lose- lose situations were also used. 
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APO MA AGER 

MOGWASE 

0314 

Sir 

P.O.BOX 294 

SWARTKLIP 

0370 

11 JANUARY 2008 

ACCESS TO SCHOOLS FOR CONDUCTING RESEARCH 

I humbly request access to schools in your jurisdiction to distribute questionnaires for the 

research I am conducting on a model for handling conflict among school teachers in Moses 

Kotane East. The research is conducted in partial fulfi lment of requirements for the master of 

education degree in education management at North West University- Mafikeng campus. 

I thank you in advance for your support. 

Yours faithfully 

M. H. Jaabosigo 

-~ '- (·-<! 
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MI'"ARTM~NT OP I!DUCATION 
NORTH W EST PROVINCE 

2008 -01- 1 1 
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P.O.Box 294 

Swartklip 

0370 

14 January 2008 

The Principal 

Mokgalwana Primary School 

P.O.BOX 615 

MOKGALWANA 

0370 

Sir 

This communique serves as a request to conduct a research to conduct a research. 

I request a permission to distribute questionnaires on the 16/01/2008 at 15HOO, on a model 

for handling conflict among school teachers. The clarity will be made where necessary to 
other questions. 

Hope you will find this in order. 

Yours Faithfu lly 

ft )'/1 c?'!JjtVji tkJ 
0 

M .H.Jaabosigo 



Mokgalwana Primary School 

P.O.BOX 615 

Mokgalwana 

0371 

14 J~nuary 2008 

P.O.BOX 294 

SWARTKLIP 

0370 

Sir/Madam 

Acceptance letter 

I hereby permit you to come and distribute questionnaires at my school. 

Date: 16/01/2008 

Time: lSHOO 

Yours Faithfully 

~do 
Senoelo D.K.(Principal) 

: • I I 
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P.O.Box 294 

Swartklip 

0370 

15 January 2008 

The Principal 

Segale Middle School 

P.O.BOX 42 

NORTHAM 

0360 

Sir 

This communique serves as a request to conduct a research to conduct a research. 

I request a permission to distribute questionnaires on the 18/01/2008 at 15HOO, on a model 
for handling conflict among school teachers. The clarity will be made, where necessary to 
other questions. 

Hope you will find this in order. 

Yours Faithfully 

ff -,")~-J~Ff 
M.H.Jaabosigo 

Segale Middle School 
P.O. Box 42 Northam 0360 

.• . -01- 1 5 "-~r:::w 
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l<bses l<.otane East !IPO 
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P.O.BOX 294 

SWARTKLIP 

0370 

Sir/Madam 

Acceptance letter 

Segale Middle School 

P.O.BOX 42 

Northam 

0360 

15 January 2008 

I hereby permit you to come and distribute questionnaires at my school. 

Date: 18/01/2008 

Time: 15HOO 

Yours Faithfully 

Kgatshe B.M. (Principal) 

Segale Middle School 
P.O. Box 42 Northam 0360 

311 -01- 15 



Gaopotlake High School 

Private Bag X365 

Swartklip 

0370 

21 January 2008 

P.O.BOX 294 

SWARTKUP 

0370 

Sir/Madam 

Acceptance letter 

I hereby permit you to come and distribute questionnaires at my school. 

Date: 24/01/2008 

Time: lSHOO 

Yours Faithfully 

,.,_..tl-.=J;"-"'f:..g-9-'------
Makgotloe P.D.(Principal) 



The Principal 

Gaopotlake High School 

Private Bag X365 

SWARTKLIP 

0370 

Sir 

P.O.Box 294 

Swartklip 

0370 

21 January 2008 

This communique serves as a request to conduct a research to conduct a research. 

I request a permission to distribute questionnaires on the 24/01/2008 at lSHOO, on a model 
for handling conflict among school teachers. The clari ty will be made, where necessary to 
other questions. 

Hope you will find this in order. 

Yours Faithfully 

~· M(f~v&..Uffrl 
M.H.Jaabosigo 
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