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ABSTRACT The main purpose of this study was to investigate conflict management situations in Oda 
Bildigilu District public primary schools. In doing so, attempts were made to identify different types of 
conflict, sources of conflict and conflict management strategies used by teachers and educational managers 
in managing conflict. A descriptive research design was used. The populations of this study were 196 
teachers, 13 principals, and 13 vice principals of 13 public primary schools of Oda Bildigilu District.Stratified 
random sampling technique was used to select a sample of the study. The sample of the study includes 94 
respondents: 8 principals, 8 vice principals and 78 teachers. The instruments used were survey 
questionnaire, interview and document review. On top of these, the data were analyzed using both 
descriptive and inferential statistics such as percentage, mean, standard deviation and one sample t-test. 
The findings showed that intra-personal, interpersonal, intra-group and intergroup conflicts were the types 
of conflict observed in the primary school situations. Improper distribution of manpower, inadequate 
allocation of budget by local governing bodies and competition for scarce resources in schools were seen as 
the sources of conflicts in school which were accredited by teachers, principals, and vice principals. The 
finding also shows that, application of different types of conflict management styles with varying frequency 
illustrates the reality in the schools of Oda Bildigilu District. Based on these findings, conclusions were made 
andon the basis of the conclusions, recommendations were forwarded: 
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1. Background of the Study  
An organization is a group of people performing their task together so as to attain the objectives of the 
organization. Mabey et al, (1998) states that organizations are places of conflict and there are constant 
struggle within organizations over issues such as the direction in which the organization should move, how 
work is to be organized, which groups has to move the work, how work is to be organized, which group or 
section should suffer or benefit. Mabey et al.,also extended that organizations are areas where rewards, 
resources, power, pay, security, fringe benefits, job description are distributed in unequal manner. It is due 
to differences in the division of power and materials (resources) that conflict occurs along lines of perceived 
differences of interest and control. Therefore, it is argued that educational leaders must lead their school to 
high achievement for all students. 
The concept conflict is defined by different scholars in distinct perspective and diverse definitions. Narayana 
(1987) defines that, conflict is not organizational abnormal, it is a normal aspect of social intercourse. It is 
the fact of life that must be understood well rather than fought. Kupparum (2010) describes that, conflict is 
the process in which one party perceives that its interests are being opposed or negatively affected by 
another party. 
Plunkett & Raymond (1994) states that conflicts have many sources to occur in organizational settings 
including schools. These are, competition of two or more individuals on scarce resources, difference in 
individual objectives to that of school objectives, difference in teachers value and perception to that of 
school leaders, disagreement about teachers role requirement, disagreements about teachers work 
activities, disagreements about individual teachers approaches by their nature and diverse style, and 
breakdown in communication channel are the main sources of conflict.  
Different conflict management strategies in school have been discussed in common by different scholars at 
different time. As to Ghaffar (2004) various conflict management strategies are adopted for handling 
conflict. These are mediation, negotiation, avoidance, collaboration, and accommodation. Ghaffar main 
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thrust was on the exploration of the nature of conflict in schools, its cause and techniques adopted for its 
management and remedy.  
 

2. Statement of the Problem  
Gray and stark (1984) discussed that conflict has positive benefit if it is handled in proper fashion by 
increasing the energy level of individual and groups, foster integrity among staff members, motivate 
individual and groups to clarify their objectives and aware of staff members how to learn more from their 
differences. Similarly, Hunt (1992) states that conflict has the potential to disrupt the school goals if not 
managed in a proper manner by escalating antagonism between individual, diverting employee attention 
from organizational goals, dislocate and increase polarization among and between entire groups, and made 
uncomfortable silence at a time of meeting and decision making. 
In Ethiopian school context, different investigations were done by different scholars at different time and 
place on conflict and got down their findings. Desta (2012) studied about views, types, sources and 
strategies of conflict management between East Gojjam secondary schools and Woreda education offices 
and found that most of the teachers and principals were unwilling to accept the idea that conflict can bring 
about positive changes. He also found that instead of using well known conflict management strategies they 
rather simply use the pressure of bureaucratic rules such as disciplinary measures, forcing, dismissal from 
the work etc. 
Gebretensay (2002) in his research mentioned that the main sources of conflict in the study area were, 
communication problems, outdated rules and regulation, bad work environment, and the incapability of 
educational managers to deal with conflict were some of the common sources of conflict which frequently 
occurred in secondary schools of Addis Ababa. Also, forcing, compromising and avoiding were the most 
frequently used techniques of managing conflict. 
Fikru (1993) in his study states that the main sources of conflict in his study area were dissatisfaction of 
teachers’ on performance evaluation, unfair distribution of class load and non class room responsibility are 
the main sources of conflict. Also, he concluded his findings as avoiding, forcing and compromising were the 
most frequently used conflict management device in the study area. 
The Benishangul- Gumuze regional, state education Bureau official report of (2005) states that conflict, are 
the major problems that affect the normal functioning of schools in the region. This report has also indicated 
that conflicts mostly arise between principals and teachers due to principals’ incompetence to understand 
the professional problems of teachers and their inability to handle and solve problems. The same report 
again states that every year a minimum of two teachers leave from each school as a result of conflict. This 
has hampered the quality of the region’s education because most of the teachers that leave from each school 
are qualified and experienced as the report states also. 
Even though, a great deal of effort has been made by different researchers in investigating conflict in schools 
and its management strategies in different regions of the country, still there is no study conducted with 
regard to conflict management in Benishangul-Gumuze region with specific reference to Oda Bildigilu 
District in Assosa Zone . For this reason, the researcher is interested to study conflict management among 
the principals and teachers at primary of Oda Bildigilu District. Thus, in order to achieve these objectives 
and deduce the possible solution, an attempt was made to seek answers for the following basic research 
questions.  

1. What are the major types of conflicts observable in Public primary schools of Oda Bildigilu District?  
2. What are the major sources of conflicts in Public primary schools of Oda Bildigilu District?  
3. What strategies do teachers and educational leaders use to manage conflict public primary schools 

of Oda Bildigilu District?  
 

3.  Objective of the Study  
The general objective of this study was to investigate conflict management in schools for the sake of 
achieving intended educational goals in Oda Bildigilu District public Primary Schools of Assosa zone. 
Accordingly the specific objectives of this study are:  
 

1. To examine the major types of conflict that occurs in public primary school settings of Oda Bildigilu 
district.  

2. To identify the major sources of conflict in Oda Bildigilu District public primary schools.  
3. To examine strategies that teachers and school leaders use to manage conflicts inpublic primary 

school settings of Oda Bildigilu district.  
4. To recommend some possible solutions about how to view and manage conflict in public primary 

schools of Oda Bildigilu District.  
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2 Review of Related Literature 
2.1. Concept of conflict 
Rue and Byars (2009) argued that, conflict is an overt behavior which happens when an individual or group 
of individuals thinks a perceived need of the individual or group has been blocked. Conflict occurs because 
individuals have different perceptions, beliefs, and goals. From an organizational perspective, conflict can be 
viewed as anything that disrupts the normal routine.Schermerhorn (2011) identifies that conflict occurs in 
the work place when the parties disagree over substantive issues or when emotional antagonisms create 
friction between them. In line with this, Getachew (2000) points out that conflicts are inherent in any 
organization, as they are the natural consequence of interaction among people with differing personalities . 
It is not necessary to eliminate all conflicts as they are not always harmful. 
Different definitions for the term conflict were given by different scholars; for the sake of our purpose let us 
see the following definition which seems the most appropriate for our case. According to Macmillan English 
dictionary (2002) the word conflict is stated as angry disagreement between people or groups. Similarly, 
Stoner (cited in Plunkett & Raymond, 1994) conflict is a disagreement between two or more organizations 
members or teams. Narayana (1987) emphasized that, conflict is not organizational abnormality it is a 
normal aspect of social intercourse. Kupparum (2010) describes that, conflict is the process in which one 
party perceives that its interests are being opposed or negatively affected by another party.  
2.2. Types, Sources and Management Strategies of Conflict 
Gordon (1987) identified three levels of conflict: intrapersonal and interpersonal, intragroup and intergroup 
and intra organizational and inter organizational. As, Rue and Byars (2009) classify the conflict into five 
major types based on the entities involved. These are: intra personal, interpersonal, inter group (structural), 
organizational, and political conflicts. Nevertheless, researchers such as Fikru (1993), Gonie (1998), and 
Gebratensay (2002) have discovered that school conflicts could be stratified on the basis of individual, 
group, and the organization at which they occur. In these regards, school conflicts may be leveled out, as 
intra-personal, interpersonal, intra- group, and intergroup conflicts as stated by (Rahim, 1986). This study 
has applied the classification of conflict used by Rahim (1986). 
2.2.2 Intrapersonal conflict and its sources 
According to Rue & Byars (2009) intrapersonal conflict is internal to the individual. It is probably the most 
difficult form of conflict to analyze. It can result when barriers exist between derive and the goal or when a 
motive is blocked before the goal is reached, frustration and anxiety occur.  
The sources of intra-personal conflict are mainly structural; they are situational imposed, and these are 
mainly characterized in the form of five identified antecedents (sources) of intra-personal conflicts. Rahim 
(1986) survey report identifies the major causes of such conflict as: 1) Miss assignment and goal 
inconsistent, 2) Inappropriate demand for capacity, 3) Organizational structure (that is, creating conflicting 
goals, policies, and delayed decisions), 4) Supervisory styles, and 5) Position (that is looser of concern and 
respect ion).  
The management of intra-personal conflict involves making the individual goal and role expectation go in 
the same direction with the need of the task ad role demand so as to maximize the attainment of individual 
and organizational goal. It was clear earlier that the management of any conflict first involves a diagnosis of 
the conflict situation. Diagnosing intra-personal conflict involves measuring the amount of intra-personal 
conflict existing in the organizational level whether it has deviated from the national norm, relation between 
it and its source, relationship between it and learning and effectiveness Rahim (1986). Individual conflict 
can also be managed by reassessment and ranking the values in the choice situation.  
2.2.3 Interpersonal conflict, its sources and management strategies 
According to Kupparum (2010), interpersonal conflict is a conflict between two or more persons in school. 
The major factors that cause this type of conflict are: scarce resources, goals, objectives and values; means 
and facts. Conflict over scarce resources is a type of conflict that arises due to lack of available budget. When 
the conflict shows its nature in terms of policies, procedures and facts to attain the goal, it is termed as 
conflict over means. Whereas conflict over facts show itself in terms of goals, resource and means. 
According to Rue & Byars (2009) different factors contributes to interpersonal conflict such as: unlike 
personalities; people who simply rub each other in the wrong way is due to differences in personality, 
educational level or qualification and work experience also can cause interpersonal conflict; for example 
degree holder verses a person with only diploma and longtimeemployee verses the newly hired employee. 
When individuals also became dissatisfied with the activities in relation to the activities of another person 
this leads to interpersonal conflict. 
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According to Rue and Byars (2009), in the case of interpersonal conflict there are five general approaches 
that can be used to deal with such conflict situation, these are: 1) compromising for the sake of ending the 
conflict. 2) Smoothing over the conflict and pretending it. This approach leads long term solutions and 
generally results in more conflict. 3) With drawl of one or more of the participants involves actions such as 
firing, transferring or having an employee quit and it usually provides the basis for future conflict. 4) 
Forcing the conflict to a conclusion through third party intervention and this is the way it is  going to be but, 
this is regarded as saw the seeds for future conflict. 5) Forcing a confrontation between the participants in 
an effort to solve the underlying source of conflict. It is generally considered to be the most effective method 
of resolving conflict, third party intervention has been found to be the least effective method.  
2.2.4 Intra- group conflict, its sources and management strategies 
Intra-group conflict is a type of conflict that arises between individual within the same department or group. 
According to Gordon (1987), “members of the same group (department or two or more sub groups within a 
group) develop conflict either substantive or affective one based on intellectual disagreement or an 
emotional response to situation”. To Foder (1976) when conflict shows itself in terms of different factors 
such as “style of leadership that is transformational or transactional or other, group size and its 
composition, group cohesiveness and think, and in terms of external threats and its outcomes” the  type of 
conflict is termed as intra-group conflict. 
It is suggested and believed that team building is the method for managing intra-group conflict. This 
approach helps the group member to learn the integrative or collaborative style of behavior in managing 
disagreement Rahim &Bonoma (1979). It was also believed that negotiation is another technique that can be 
effective in building teams Harrison (cited in Rahim &Bonoma, 1979). According to Rahim &Bonoma (1979) 
the management of intra-group conflict is through channeling the energies, expertise, and source of the 
group towards the attainment of group goal. This can be written specifically as it involves altering the 
sources of conflict among the members of the group so that destructive conflict can be minimized, 
substantive can be maintained and group can be enabled to learn from strategies of managing intra-group 
conflict in various situations. It can also be managed by transferring one or more of the conflicting members 
to other units and making groups more cohesive and homogeneous through interventions. It can also be 
managed through affecting the amount of conflict by altering the reward systems, rules, procedures and 
goals. 
2.2.5 Intergroup conflict, its sourcesand management strategies 
Intergroup conflict is a type of conflict that a rise between two different groups in the same organization. 
According to Hellriegel and Slocum (1982), the different factors that initiate intergroup conflict are “task 
interdependency, task dependency, inconsistent performance criteria and rewards, intergroup differences, 
and problem in sharing scarce resources”.  
Miner (1985) pointed out some of the conditions or causes that raise intergroup conflicts such as: 1) the 
presence of individuals who particularly inclined to the expression of aggression or who because of their 
non-conformity, creativity, and the like tend to elicit aggression in others. 2) The presence of individuals 
who are experiencing major dissatisfactions with aspects of their roles in the organization. 3) 
Interdependence between the work of individuals and groups requiring that decisions be made jointly. 4) 
Sharp competition between groups having differing objectives and goals. 5) Individuals and groups 
possessing differing perceptions regarding aspects of the work situation especially if these perceptions are 
rooted in strongly held values. 6) Considerable loose-lying power with the result that authority allocations 
are not well established and their considerable ambiguity regarding roles.  
According to Ivancivech and Matteson (1990), there are five approaches for managing intergroup conflict. 
These are problem solving or face to face discussion, super ordinate goals, expansion of resources 
avoidance, forcing smoothing and compromising. 
 

3. Methodology of the Study 
A descriptive research design has been employed so as to get the general picture of the current status of 
conflict management in primary schools of Oda Bildigila District in Assosa zone, Benishangul Gumuze 
region. Abiy et al., (2009) states that descriptive research design is used to gather data at a particular point 
of time with the intention of describing the nature of existing conditions or identifying standards against 
which existing conditions can be compared or determining the relationships that exist between specific 
conditions.  
3.1. Population 
The populations of this study were 196 teachers, 13 principals, and 13 vice principals of 13 public primary 
schools of Oda Bildigilu District.  



[VOLUME 6  I  ISSUE 1  I  JAN. – MARCH 2019]                                                         e ISSN 2348 –1269, Print ISSN 2349-5138 

http://ijrar.com/                                                                                                                                           Cosmos Impact Factor 4.236 

Research Paper                                              IJRAR- International Journal of Research and Analytical Reviews   623𝗑 

3.2. Sample size and sampling technique 
Out of 13 government owned primary schools in the District, 8 (61%) of schools were selected by stratified 
sampling techniques. The school principals and vice principals were taken all of them for the study since 
they are not as such huge in number. Again, from156 teachers of eight schools 78 (50%) of teachers were 
selected by using stratified random sampling technique.  
3.3. Instruments of Data Collection  
Questionnaire with both close ended and open ended questions were employed to collect qualitative and 
quantitative data from sample primary school teachers. For the purpose of triangulation, semi structured 
interviews was conducted with eight principals and eight vice principals. Available documents and 
disciplinary issues that have direct relation to conflict and its management strategies at the school level and 
District Education Office were investigated by the help of checklist format to accentuate the data that were 
gathered through questionnaire and semi structured interview. 
3.3.  Data AnalysisTechniques  
Regarding to the quantitative data, responses were categorized, tallied and entered into SPSS version 16 
before presenting, analyzing and interpreting the data. In addition, a set of statistical tools were employed, 
which included mean, standard deviation and one sample t-Test. The researcher used mean, standard 
deviation and one sample t-Test for analyzing types, sources, and conflict management strategies which are 
applicable in the study area. The information collected through semi-structured interview and hand-written 
notes on a document analysis were categorized and compiled into related themes with the help of summary 
sheet prepared ahead of time in order to supplement the main interpretation.  
 

4. Results and Discussions 
4.1. Types of conflict 

Table 1: One sample t-Test result for the types of conflict (Test value =3) 
No Item N Mean SD T Df P 

1.1 Intra personal 78 3.3 1.28 3.31 77 0.024 

1.2 Interpersonal 78 3.6 1.19 4.07 77 0 

1.3 Intra group 78 3.4 1.28 3.73 77 0.01 

1.4 Intergroup 78 4.7 1.12 3.67 77 0 

Source: Researchers’ Field Survey Result 
 

As indicated in Table 1, the result of a one sample t-test from the responses of teachers about the existence 
of intra-personal, interpersonal, intra-group and intergroup conflicts in their school settings is significant at 
the mean level higher than the expected average mean value (3.3, t=3.31,p < 0.05), (3.6, t=4.07, p< 0.05), 
(3.4, t=3.73, p <0.05) and (4.7, t=3.67, p < 0.05) respectively showing the highest mean value for intergroup 
conflict. This shows that teachers believe about the existence of intra-personal conflict in primary schools 
under treatment. This finding is totally similar to Desta’s (2012) finding that intrapersonal, interpersonal, 
intra-group and inter group were the types of conflicts which were identified in his study area. 
 

4.2 Sources of Conflict 
4.2.1 Intra- personal conflict sources 

Table 2: One sample t-Test result for intra-personal conflict sources (Test value =3) 
No Items N M SD t df P 

2.1 
Inadequate skill to perform well in your daily activities 
developed conflict with yourself 

78 2.44 1.3 
-

0.5 
77 0.92 

2.2 
Assign of blocking effect on pre-determined goal to 
achieve in work place produces frustration and gets you 
to self-conflict 

78 3.83 1.1 3.9 77 0 

2.3 
Inequitable provision of rule at schools sometimes 
enhanced self-conflict by influencing your success. 

78 3.79 1.1 6.4 77 0.02 

2.4 
Individual personality differences in schools with the 
same formal responsibility are frequent causes of self-
conflict 

78 3.67 1.3 3.5 77 0 
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2.5 
Unfair assignments of teachers in school by grade level 
and by subject generated self-conflict 

78 3.83 1.4 3.2 77 0 

2.6 
Lack of facilities and appropriate rule which may be 
blocked by other party in school developed intrapersonal 
conflict. 

78 3.91 1.3 3.6 77 0.01 

2.7 
Assigning of conflicting goals by school leaders enhanced 
self-conflicts 

78 3.76 1.2 3.5 77 0 

2.8 
Delayed decision of some academic issues by school 
leaders contributed to the generation of self-conflicting. 

78 3.97 1.2 3.2 77 0 

 Source: Researchers’ Field Survey Result 
 

As shown in Table 2, the result of a one sample t-test of teachers about inadequacy of skill as becoming the 
source of intra-personal conflict is not significant at the mean level lower than the expected mean value 
(2.44, t=-0.5,p > 0.05). This indicates that teachers disagree/strongly disagree that inadequate skill is a 
source of intra-personal conflict in their school environment. 
With regard toblocking effect on pre-determined goal, inequitable provision of rule, individual personality 
difference, unfair assignment of teachers, lack of facility and appropriate rule, assigning conflicting goals by 
school leaders and delayed decision at school as sources of intra-personal conflict in the same table, the 
result of a one sample t-test of teachersare significant at the mean level higher than the expected mean value 
(3.83, t=3.9, p < 0.05), (3.79, t=6.4, p < 0.05), (3.67, t=3.5, p < 0.05), (3.83, t=3.2, p < 0.05), (3.91, t=3.6, p< 
0.05), (3.76, t=3.5, p < 0.05) and (3.97, t=3.2, p< 0.05 ) respectively. These show that teachers believe that 
the aforementioned sources for intra-personal conflict are practically visible in their school context.  
Teachers were also asked through an open-ended question to mention other sources of intrapersonal 
conflict if any, which were not mentioned by the researcher. Accordingly, most of the teachers replied poor 
living condition and work overload as the other contributing factors for intra-personal conflict. The finding 
from the interview also was consistent with the finding from quantitative data. Similar findings were 
reported in a research conducted by Gebretensay (2002) and Desta (2012). They indicated that the sources 
of intra-personal conflict in schools were bad work environment, mismatch between personal and 
organizational goals to some extent, low standard of living, work load, dissatisfaction of getting poor 
performance evaluation results, and lack of required skill for a particular position were the most prominent.  
4.2.2 Interpersonal conflict sources   

Table 3:One sample t-Test result for interpersonal conflict sources (Test value =3) 

No Items N Mean SD T df P 

3.1 
Inadequate classroom for tutoring and non-classroom 
responsibility 

78 3.87 1.38 3.7 77 0 

3.2 
Other staff’s negative impact to achieve desired goal in 
school developed and generated conflict between 
individuals. 

78 2.46 1.32 2.6 77 0.72 

3.3 
Unfair proposal of teachers for participation in 
seminars by school leaders causes interpersonal conflict 

78 3.97 1.28 3.7 77 0 

3.4 
Improper screening of teachers for short term training 
program developed conflict between teaching staffs and 
school leaders. 

78 3.91 1.25 4.1 77 0.012 

3.5 
Incapable department head in school to identify and to 
give support for teachers on some activities developed 
conflict between different teachers. 

78 3.51 1.37 3.3 77 0 

3.6 
Inadequate flow of information and lack of 
communication in a school environment pushed 
teachers towards interpersonal conflict. 

78 3.89 1.07 5.2 77 0 

3.7 
Struggle for not losing position, status and power 
generated interpersonal conflict 

78 3.33 1.33 3.6 77 0.023 

3.8 
Competition for getting recognition, approval and 
promotion to realize your self-esteem generated 
interpersonal conflict 

78 2.48 1.34 2.3 77 0.62 
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3.9 
Emotional issues like anger, distrust and rejection by 
other parties developed interpersonal conflict 

78 3.58 1.5 3.2 77 0.02 

Source: Researchers’ Field Survey Result 
 

As shown in table 3, the result of a one sample t-test of teachers about inadequate class room and non-class 
room, unfair proposal of teachersfor seminar participation, improper screening of teachers for short term 
training, incapable department heads, inadequate flow of information and lack of communication, struggle 
for not losing position and emotional issues as a source of interpersonal conflict in their school setting is 
significant at the mean level higher than the expected mean value (3.87, t=3.65, p< 0.05) (3.97, t=3.72, p< 
0.05), (3.91, t=4.07, p< 0.05), (3.51, t=3.34, p< 0.05), (3.89, t=5.23, p<0.05), (3.33, t=3.56, p< 0.05) and (3.58, 
t=3.21, p< 0.05)  respectively. This suggests that teachers believe that the aforementioned sources are the 
most prominent and responsible sources of interpersonal conflict in their schools. Whereas, item 3.2 and 3.8 
staff’s negative impact to achieve a goal and competition for power, status and recognition as a source of 
interpersonal conflict in their school environment the result of one sample t-test is not significant at the 
mean level lower than the expected mean value (2.46, t=2.58, p> 0.05) and (2.48, t=2.34, p> 0.05) 
respectively. This shows that teachers have a lower believe in other staff’s negative effect to achieve a goal 
as a source of interpersonal conflict in their school settings. 
The result from the interview was found to triangulate the finding of data collected throw interview. 
Respondents were also asked through an open-ended question to mention other sources of interpersonal 
conflict if any, which were not mentioned by the researcher and most of them replied that, ideological and 
goal difference, the absence of open discussion with teachers and inappropriate implementation of rules and 
regulations are contributing factors for interpersonal conflict in their school settings. The finding of this 
research is consistent with Rue and Byars (2009) research finding which states that opposing personality 
(ideological difference) results in interpersonal conflict. 
4.2.3 Intragroup conflict sources 

Table 4:One sample t-Test result for intra- group conflicts sources (Test value =3) 

No Items N M SD T Df P 

4.1 
Unfair participation of department members in 
preparation of teaching aid in pedagogical center 
developed conflict within group members. 

78 3.7 1.27 3.54 77 0 

4.2 
Lack of required professional skills of department 
head to support its members caused intra group 
conflict in your school. 

78 3.6 1.36 3.61 77 0 

4.3 

Inadequate knowledge and skills of department 
heads to evaluate the student's text book by 
coordinating its member’s generated conflict, within 
group members. 

78 3.7 1.29 3.23 77 0 

4.4 
Unwise evaluation of teachers’ performance by 
department heads developed conflict within 
department members 

78 4 1.33 3.12 77 0.012 

4.5 
Improper distribution of class load and non-class 
load responsibility by department heads generated 
intra group conflict 

78 3.9 1.32 3.43 77 0.024 

Source: Researchers’ Field Survey Result 
 

As indicated in table 4, the results of a one sample t-Test of teachers about unfair participation of 
department members in preparation of teaching aid, lack of professional skills of department heads, 
inadequate knowledge of evaluation of department heads for students text books, unwise evaluation of 
teachers’ performance and improper distribution of class load and non-class load responsibility as the 
sources of intra-group conflict are significant at the mean level higher than the expected mean value (3.7, 
t=3.54, p < 0.05), (3.6, t=3.61, p< 0.05), (3.7, t=3.23, p < 0.05), (4, t=3.12, p < 0.05) and (3.9, t=3.43, p < 0.05) 
respectively. Another source of intra-group was also found from the open-ended question asked to teachers. 
They mentioned incompetence of the group, group cohesiveness and emphasis of one’s own advantage 
rather than common educational goals are other sources of intragroup conflict. The interview result was 
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also in consistent with the result obtained from questionnaire. This research finding goes in the same 
direction with the idea of Foder (1976) who states that group cohesiveness is a source for intragroup. 
4.2.4 Intergroup conflict sources 

Table 5: One sample t-Test result for intergroup conflicts sources (Test value =3) 

No Items N Mean SD T Df P 

5.1 
Improper allocation of budget for 
departments contributed for occurrence of 
intergroup conflict in school. 

78 3.67 1.46 3.73 77 0 

5.2 
Unfair distribution of educational material 
and facilities in schools, pushed different 
group members into conflict 

78 3.88 1.2 3.61 77 0.03 

5.3 
Task interdependence of one work division 
with other department members causes 
frequent violence between different groups. 

78 3.92 1.14 5.01 77 0 

5.4 

Low academic achievement of students on 
some subjects when compared with other 
schools similar subjects result generated 
conflict between department heads. 

78 2.75 1.2 -4.3 77 0.92 

 Source: Researchers’ Field Survey Result 
 

As shown in table 5, the results of a one sample t-test of teachers about improper allocation of budget, unfair 
distribution of materials and task interdependence as the sources of intergroup conflict are significant at the 
mean level higher than the expected mean value (3.67, t=3.73, p< 0.05), (3.88, t=3.61, p < 0.05) and (3.92, 
t=5.01, p< 0.05) respectively. These show that teachers have a higher believe in the stated items as sources 
of intergroup conflicts in their school settings while rejecting low students’ achievement as a source of 
intergroup conflict which shows an in insignificant one sample t-test value at a moderate mean level that the 
expected mean value (2.75, t=-4.3, p < 0.05).From the open indeed question, respondents added lack of 
professional commitment and failure to accomplish tasks as the sources of conflict. The result obtained from 
the interview was also found to triangulate the result obtained from the interview. This finding was also 
supported with the finding ofHellriegel and Slocum (1982) went on to argue supporting this finding. They 
endorsed that the following are factors that could generate intergroup conflicts. These include task 
interdependency; task dependencies; inconsistent performance criteria and rewards system, intergroup 
differences; and problems in sharing scarce common resources. 
4.3 Conflict Management Strategies 

Table 6: One sample t-Test result forconflict management strategies (Test value =3) 
No Items NNN Mean SD T Df P 

6.1 collaborative conflict management style 78 2.15 1.04 2.62 77 0.414 

6.2 Compromising conflict management style 78 3.97 1.18 6.51 77 0 

6.3 accommodation conflict management style  78 3.34 1.51 3.34 77 0.041 

6.4 competitive conflict management style 78 3.92 1.22 3.54 77 0.033 

6.5 avoidance conflict management style 78 3.65 1.37 4.21 77 0.012 

6.6 smoothing conflict management style 78 2.97 1.12 2.31 77 0.23 

6.7 forcing conflict management style 78 3.51 1.33 3.72 77 0 

Source: Researchers’ Field Survey Result 
 

As indicated in table 6, the result of a one sample t-test of teachers about the application of collaborative 
conflict management style and smoothing management style are not significant at the meanlevel lower than 
the expected mean value (2.15, t= 2.62, p > 0.05) and (2.97, t=2.31, p> 0.05) respectively. This suggests that 
collaborative and smoothing conflict management strategies are not applicable in their school environments 
when there is conflict. 
With regard to the application of compromising, accommodation, competitive and avoidance conflict 
management styles, the results of a one sample t-test from the responses of teachersare significant at the 
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mean level higher than the expected mean value (3.97, t=6.51, p< 0.05), (3.34, t=3.34, p< 0.05), (3.92, t=3.54, 
p<0.05), (3.65, t=4.21, p<0.05) and (3.51, t=3.72, p<0.05) respectively. These suggest that teachers believe 
that the stated conflict management styles in this paragraph are applicable in their school environments. 
Interviewees were asked whether they took any training on conflict management and in this case most of 
them described as they haven’t taken any training concerning conflict management. Interviewees were also 
asked to mention some conflict management strategies they employ in managing conflicts in their area. 
Accordingly, taking disciplinary measures and warning conflicting parties were the most common strategies 
used to solve conflicts. The finding of this study is consistent with the research findings of McShane, (2004) 
and Verma, (1998), those stated that “on choosing the best and effective conflict management styles, ideals 
we use different styles under different conditions, but most of us have a preferred conflict management 
style. 
 

5 Conclusion 
From the findings, the study concluded that the principals’ and teachers’ conflict management are important 
for the achievement of school goals and objectives. In other words, if the principals and teachers are not 
knowledgeable in conflict resolution (strategies for conflict management), it will affect their performance 
negatively but if conflict is constructively managed, it will enhance their performance in their work 
environment. Hence, it can be concluded that even if different types of conflicts with different sources were 
found in primary schools under the study, teachers and principals apply different conflict management 
strategies so as to minimize their negative effects and maximize their positive effects. 
 

6 Recommendations 
Effective communication channel in the school system has to be established for enhancing open 
interpersonal relationship among staff members. The communication has to focus on understanding the 
common problems and promoting common goals, values and interests. Moreover, each school should plan 
and implement the different income generating activities to alleviate the problem of the shortage of school 
facilities.  The Woreda education office managers and local governing bodies must be able to allocate 
enough budgets to the schools to equip and manage their training effectively.At last, the researchers 
recommend that, in the future, more research will need to be conducted inthe schools regarding the 
instilling of conflictmanagement among school principals and teachers. 
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