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Abstract 
The effective management of school conflicts will guarantee the 
existence of a conducive school climate. The volume of unresolved 
conflicts present in schools attest to the fact that school personnel, 
especially administrators are deficient in the use of the various conflict 
management strategies. This paper, therefore, examined the issues of 
conflict management strategies and its usage in the school. In doing 
this, the discussion covered five thematic areas. The first part dealt with 
the description of conflict and school conflict. The second part discussed 
some theories that underpin the development antecedents of conflict 
while the third part looked at the nature, causes and effects of conflict, 
even in the school. Conflict management strategies and their usage 
were examined in the fourth part while the last part demonstrated the 
impact of conflict management styles in the school. The paper 
concluded by positing that school personnel should note that situations 
and personal dispositions are some of the front line factors influencing 
the usage of conflict styles for effective results.   
 
Introduction 
The school has been adjudged as a conflict-brewing organisation. This 
is due to its complex nature, which easily pave way for the provocation 
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of conflicts. In a study conducted by Hill (1993) in Vermount School, it 
was discovered that conflict can occur almost daily within a school 
setting. In the same vein, Spring (1993) averred that educational 
settings are even more conducive to repeated conflict situations based 
on their inherent political, economic and social characteristics. 
Conflicts of various forms and intensities manifest in the school. As far 
as the school is concerned, conflict is an ever present element that 
shows up constantly. Even teaching and learning which are the cardinal 
activities of the school are conflict-laden.  Barsky (2003) opined that 
the process of teaching and learning is fraught with conflict, while 
Msila (2012) was of the opinion that conflict impacts badly on teaching 
and learning in schools. The point is that every aspect of the school 
harbours and radiates conflicts. This does not mean that conflict is 
totally bad. Its outcome depends on the way we perceive it and the 
approaches adopted to mitigate it. Conflict management is an essential 
aspect of school administration, but it is loosely considered, even in the 
teachers training institutions. This is one of the contributory factors to 
the negative perceptions of conflict in the school.  

 Wrong perception of conflict will lead to the adoption of 
inappropriate conflict management strategies. Therefore, the idea that 
the conflict management capabilities of school personnel influence 
school climate reflects its weight in school administration. Studies have 
shown that 20% (Thomas and Schmidt, 1976), 30 to 40% and 24 to 60% 
(Fior, 2006) of the time and energies of school 
administrators/managers are spent dealing with conflict. Lippitt (1982) 
categorically stated that conflict management in schools commanded 
nearly 49% of the attention of school officials as compared to 24% in 
other management positions. At this juncture, one thing that can be 
said is that conflict incidence is higher in the school than any other 
social organization. Hence, greater attention and time of school 
officials will be devoted to managing conflicts at the expense of other 
school tasks. This implies that the job performance of staff will 
plummet, lowering the productivity of their schools and possibly the 
society in general. Whitfied (1994) posited that conflict can cause a 
great deal of injury and/or a great deal of good, depending on the 
management style of an organization. Owens (1998) revealed that 
“effective management of conflict can lead to outcomes that are 
productive and enhance the health of the organization. Ineffective 
management of conflict can and frequently does create a climate that 
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exacerbates the situation and is likely to develop a downward spiral of 
mounting frustration, deteriorating organizational climate, and 
increasing destructiveness”. The imperativeness of understanding the 
underlying logic of conflict management for positive outcomes is 
revealed from the above citations. Therefore, conflict management as 
a process is central to the reduction of the intensity of a conflict to a 
level that it will become a positive force in organisational development. 
Conflict management does not deal with the issue of eradication or 
elimination of conflict, rather where existing conflict is insufficient to 
stimulate the needed innovation and creativity, conflict management is 
necessary to increase conflict level to the optimum level for effective 
performance. There are a number of conflict management strategies 
that can be adopted at a particular time to contain conflicts. However, 
their efficacies depend on the nature of the conflict, perception of 
parties, status of parties, and conflict knowledge or skill of the parties. 
It is most disturbing to note that the conflict management capabilities 
of school personnel, especially school administrators, in Africa are 
based on experiences gathered overtime on the job. The impression 
created is that the volumes of dysfunctional consequences of conflict 
in the school are rather high in the continent. Considering this, the 
paper examined the nature and dynamics of conflict management 
approaches in perspectives in the school. 
 
Conflict and School Conflict: A Description  
The definition of conflict knows no bound in peace and conflict studies. 
As scholars emerge on the field, new interpretations of the concept 
also surface. However, the existing definitions follow a thought pattern 
that clearly describes conflict as: a state of incompatibility, a behaviour, 
an opposition, an interaction of interdependent parties, a bad omen 
and a constructive outcome. 
 
Conflict as a State of Incompatibility 
Conflict exists whenever incompatible activities occur (Deutsch, 1973). 
Incompatibility is a state in which individuals or groups are unable to 
live or work together harmoniously.  Rahim (2002) described conflict as 
an interactive process manifested in incompatibility, disagreement, or 
dissonance within or between social entities (i.e individual, group, 
organization e.t.c). When individuals are incompatible, conflict is 
bound to occur because of the differences that will be generated. 
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These differences will cumulate in emotional and psychological 
outburst, creating room for the manifestations of hatred and enmity. 
Incompatible personalities, which are psychological, might affect the 
employees not to get along with each other and this difficulty might 
lead to conflicts, which result from formal interactions with other 
employees (Robbins, 1987). 
 
Conflict as a Behaviour 
Schmidt and Kochan (1972) opined that conflict is an overt behaviour 
arising out of a process in which one party seeks advantage of its own 
interests in its relationship with others. The definition underscored the 
fact that behaviour is an action directed towards the attainment of a 
particular end, at the expense of the other person achieving his/her 
ends. Raj (2009) argued that three kinds of behaviour are identifiable in 
interpersonal relationship, namely: aggressive behaviour, submissive 
behaviour and assertive behaviour. Apart from submissive behaviour, 
the others can easily provoke conflict. Blake and Mouton (1964) 
categorised conflict behaviour into two, namely: assertive and 
cooperative behaviours. The assertive behaviour measures the extent 
at which an individual attempts to satisfy his concern, while 
cooperative behaviour has to do with the extent at which one satisfies 
the concern of the other party. Assertive behaviour is inherently 
competitive in nature and can easily attract conflict because it involves 
getting what one wants at all cost. 
 
Conflict as an Opposition 
Conflict as an opposition is the demonstration of discord, antagonism, 
disagreement, hostility, or animosity in the pursuance of a goal. 
Hellriegel and Slocum (1996) stated that conflict is an opposition 
arising from disagreement about goals, thoughts, or emotions with or 
among individuals, teams, departments or organizations. Opposition 
signifies the intention to purposively block a party from achieving set 
goals. It leads to conflict because it pushes the other party to the verge 
of reacting forcefully. Van Fleet (1991) revealed that conflict occurs 
when one group of person appears to jeopardize the goal of another, 
becomes openly antagonistic to another and is not governed by 
organizational goals. 
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Conflict as an interaction of Interdependent Parties  
Donohue and Kolt. (1992) viewed conflict as a situation in which 
interdependent people express (manifest or latent) differences in 
satisfying their individual needs and interests, and they experience 
interference from each other in accomplishing these goals. Conflict 
does not occur in isolation. The closer the individuals or groups, the 
more the conflict. People must be bounded by some sort of social 
forces before conflict can be experienced. The level of 
interdependence will determine the degree of the conflict incidence. 
Coser and Rosenberg (1964) indicated that the closer the group, the 
more intense the conflict. 
 
Conflict as a Bad Omen 
Conflict is regarded as a bad omen because of its negative, harmful, 
frustrating, and destructive outcomes. Hocker and Wilmot (1995) 
argued that “a negative connotation is implied” when conflict is being 
mentioned.  This possibly was the reason Nwolise (2003) described 
conflict as a clash, confrontation, battle or struggle. By this, conflict 
generally conjures negative thoughts of unwanted behaviour. The fact 
that certain conflicts end up in dysfunctional outcomes, give impetus 
to the negative impression it has assumed over time. 
 
Conflict as a Positive or Constructive Outcome 
When the outcome of a conflict scenario is positive, it is defined as a 
functional or constructive conflict.  Pondy (1967) described conflict as a 
phenomenon that can produce positive outcomes by introducing 
different perspectives that produce innovative solution. Conflict is 
therefore, considered as sometime functional because it leads to 
creativity and innovation, which will translate into efficiency and high 
productivity in an organisation. It is imperative to note that the 
constructive nature of conflict can be linked to the ways conflict is 
perceived by the conflicting parties, their conflict management 
approaches, and the nature of the conflict. The above descriptions of 
conflict do not represent the entire interpretation of the concept. 
However, the salient characteristics of conflict are visible in the 
descriptions, which are:  

(i) Conflict is a process. It passes through series of stages before it 
can become a felt struggle.  
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(ii) Conflict occurs where people are interdependent. People must 
be connected in one way or the other, either through their 
views, goals, aspirations or blood relationship before they can 
be enmeshed in a conflict.  

(iii)  Conflict can be expressed in manifest or latent form. In 
manifest form, the parties concerned will exhibit felt struggle 
which will blow the problem out of proportion for people to 
know about its existence. Manifest conflicts can easily attract 
interventions because people are aware of its existence. When 
people are not aware of the existence of a conflict, it is a latent 
conflict. Such conflicts are consciously hidden from people, 
hence, resolving them are often difficult.  

(iv) Conflict involves needs and interests. Needs are those things 
that are significantly of utmost importance to people, which 
they must obtain as soon as the purchasing power is available. 
Interests on the other hand, are the desires of people. These 
elements, especially needs, have the potential to generate 
conflict, when there is opposition on the way to achieve them.  

(v) Conflict is caused by interference. Interference is a conscious 
effort to prevent someone from achieving his/her set goals. 
This kind of behaviour usually induces forceful reaction. 

These preliminary ideas showed that conflict is an inescapable 
element in social relations, which occurs when the interactions of 
people are marked with differences in goals, perceptions, attitudes, 
views, beliefs, values or needs. That is, conflict is a natural 
phenomenon which results from differences in individuals or groups 
aspirations, values, or needs. Based on this, school conflict is that form 
of conflict that occurs in schools. Conflicts occurring in schools 
whether primary, secondary or post secondary institutions are 
classified as school conflict. Bogota (2009) described school violent 
conflict as any process that violates or affects the physical, social or 
psychological integrity of a person or group within the framework of 
school. In the report, it was further indicated that most widespread 
forms of school violent conflicts are classroom disruption, discipline 
problems (conflict between teachers and pupils), abuse between 
pupils (bullying), vandalism, physical damage, physical violence 
(aggression, extortion) and sexual harassment (Bogota, 2009). School 
conflict can become violent especially when it is ineffectively 
managed, escalating to assume a dangerous dimension. School 
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conflicts are incompatibilities that arise from specific issues in schools 
that have the capacity to thwart individual as well as school goals. 
There is no limit to where conflict can occur in the school. It can start 
from the classroom, staffroom, or imported from home, etc. Lescher 
(n.d) considered classroom conflict as a form of incivility. Incivility is a 
rude or unsociable behaviour that causes irritation, which possibly will 
provoke overt response. Morrissette (2001) considered it as the 
intentional behaviour of students to disrupt and interfere with the 
teaching and learning process of others. Therefore, school conflict is a 
behaviour shrouded in opposition between or among individuals 
which aims at preventing them from achieving their goals in the 
school.  
 
Conflict Theories and School Development 
The theories associated with conflict are numerous, however, the 
traditional theory, human relations theory and interactionist theory 
are discussed in this paper. 

 
Traditional Theory 
The traditional theory can also be regarded as the classical theory. It is 
the earliest theory that gives consideration to how conflict should be 
viewed. The views of the theory dominated and shaped the way 
conflict is perceived and managed in the nineteenth century until the 
mid 1940s. The theory viewed conflict as a bad and undesirable 
phenomenon in an organisation. The proponents of the theory such as 
Henry Fayol, Frederick Taylor, Max Weber considered conflict as highly 
detrimental to organisational development. They went ahead  to 
describe conflict as a dysfunctional element that should be eliminated 
by all means or at worse be avoided in order to improve organisation 
performance. Robbins (1996) argued that the traditional school saw 
conflict as “synonymous with such terms as violence, destruction and 
irrationality to reinforce its negative connotations. The conflict 
management approaches advocated by the theory were based on 
elimination and avoidance.  The certainty of conflict frequently 
occurring in social relations and organisations proved its elimination 
impossible, while avoidance is one of the main conflict management 
spectrums relevant even to date, which can be adopted by people. In 
the school system, the views of the theory are highly operational. For 
instance, in a study conducted by Fabunmi and Alimba (2010), it was 
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discovered that 64% of teachers regarded conflicts occurring in their 
schools as something bad. Similarly, Turay (n.d) posited that teachers, 
most especially males, felt that conflict is bad because it nurtures ill 
feelings, leads to frustrations and anger. The point is that the way 
conflict is viewed will determine the way it will be perceived and the 
nature of conflict management strategies that will be employed. 
However, when conflict is perceived wrongly, it will endanger the 
approach that will be employed. Therefore, violence and disruptive 
confrontation imminent in schools are the results of negative 
consideration of conflict. Conflict will turn out to be dysfunctional to 
those who consider it as a bad omen. Even the use of avoidance by 
school personnel and school board (Byers, 1987; Ikoya and Akinseinde, 
2009 and Alimba, 2013) is considered as having the potential to 
“compounds problems as the party that is “avoided” will later seek 
other means of being listened to. Such people usually resort to 
violence (Albert, 1999).   
 
Human Relations Theory 
The human relations or behavioural theory viewed conflict as 
inevitable phenomenon in organisations. The proponents such as Elton 
Mayo, Kurt Lewin and Rennis Likert advocated for the acceptance of 
conflict as a social condition imminent and that cannot be eliminated in 
organisations. Hence, they rationalised its existence and argued that 
there are even times when conflict may benefit organisations. The 
theory advocated for constructive management of conflict through the 
use of the appropriate strategies. The theory dominated organisational 
development from the late 1940s through the mid-1970s. The idea 
about the inevitability of conflict is realistically pronounced in the 
school. It is believed that conflict occurs more frequently in the school 
than any other organisation. It is therefore, paramount for school 
personnel to understand how best the various conflict management 
strategies can be used, so that conflicts can be constructively contained 
to improve the system.   
 
Interactionist Theory 
Interactionist theory accepted conflict as a natural and inevitable 
phenomenon in any organisation. The theory further indicated that a 
given dosage of conflict is required for individuals and groups to 
perform. Robbins (1996) postulated that the interactionist approach 
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encourages conflict on the grounds that a harmonious, peaceful, 
tranquil and cooperative group is prone to becoming static, apathetic 
and non responsive to the needs for change and innovative. The major 
contribution of the interactionist approach, therefore, is encouraging 
group leaders to maintain an ongoing minimum level of conflict-
enough to keep the group viable, self-critical and creative (Robbins, 
1996). The interactionist theory promoted the idea that conflict is not 
bad, but the way it is perceived and handled are essential elements 
that will determine its outcome. This theory is relevant in the school 
because it advocated for positive perception and effective 
management of conflicts. If this is observed by school officials, the 
required “dosage of conflict” will be present to make schools viable, 
self-critical and creative in nature.  
 
Nature, Causes and Effects of Conflict 
The various forms of conflict and school conflict, causes and effects of 
conflict, even in the school are discussed at this point. 
 
Nature of Conflicts and School Conflicts 
In conflict classification, various forms exist. However, the conflicts 
often discussed are intrapersonal conflict, interpersonal conflict, 
intragroup conflict and intergroup conflict.  
 
Intrapersonal Conflict 
Intrapersonal conflict is conflict that occurs within an individual. Brown 
(1967) posited that intrapersonal conflict allows individuals to 
experience frustrations and to allow their conflict situation to be 
expressed in a range of behavioural strategies ranging from apathy and 
boredom to absenteeism, excessive drinking or destructive behaviour. 
This type of conflict can be experienced by anybody anywhere and at 
any time. School heads, their deputies, teachers, administrative staff 
and students can experience it within or outside the school. It is highly 
disastrous when poorly managed, even in the school. 
 
Interpersonal Conflict  
Interpersonal conflict is a type of conflict that occurs between 
individuals. It takes place between at least two individuals. This is the 
most conspicuous conflict in the school. It occurs in the form of student 
to student, teacher to teacher, school head to teacher, school head to 
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student, teacher to student, teacher to administrative staff such bursar 
etc, even between school head to parent and teacher and parents. 
Interpersonal conflict emerges from competing interests between 
individuals. It can also arise from perceived injustices in which 
individuals feel that the benefits they derive from a situation are not 
proportional to their effort and work (Greenberg, 1986), and 
misperceptions about another person’s intentions (Allred, 2000). When 
poorly managed, it can result in discordant behaviour, polarisation, 
distrust, fear, rejection and resentment in schools. 
 
Intragroup Conflict 
Intragroup conflict refers to conflict that occurs among members of a 
group, or conflict occurring within a group.  In the school, three groups 
can be identified, namely: administrative group composed of the 
school leader, the deputies, and administrative staff such as the 
secretary, bursar, security guard etc; the teaching staff group, which is 
mainly teachers and the students’ group, consisting of students. Other 
groups are Nigerian Union of Teachers, Association of School Principals, 
Parent-teachers Association, Academic Staff Union of Universities, Non 
Academic Staff Union, etc. Apart from this, Alimba (2005) pointed out 
that the educational system is conducted in groups, which can be 
categorised into major and minor groups. Colleges, faculties, 
departments are seen as the major groups while committees, units, 
teams, are the minor groups. The essence of operations in groups are 
for: (i) effective administration of the system (ii) easy annexation of 
efforts for efficient production (iii) proper utilisation of available 
resources devoted to the system and (iv) effective control and 
evaluation of the rate of growth of the educational system. Intragroup 
conflict can arise within these groups or even subgroups within the 
groups. Intragroup conflict, even in schools,  can result in workload 
problems, incentive spread, lack of trust among members of the group, 
insubordination or high-handedness, differences in socio-cultural 
orientation, etc (Owens-Ibie, 2000). 
 
Intergroup Conflict 
Intergroup conflict occurs between two different groups.  Conflicts can 
occur between or among the groups identified as existing in the school. 
The most conspicuous examples of intergroup conflict in the school are 
conflicts between Students Union and School Administration, Nigerian 
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Union of Teachers and the Government and ASUU and the 
government. This form of conflict can disrupt the academic exercise 
and causes closure of the school.  
 
Causes of Conflict 
Conflict is caused by numerous factors in organisations. For instance, 
Hendel, Fish and Galon, (2005) posited that factors such as power 
differentials, competition over scarce resources, tendencies to 
differentiate rather than converge, negative interdependence between 
work units, ambiguity over responsibility or jurisdiction or to a denial of 
one’s self-image or characteristics identification trigger conflict in 
organisations. Gumuseli and Hacifazlioglu (2009) revealed that unclear 
and different goals, personality differences, organisational structure, 
workload sharing, connection among the jobs, differences in status, 
role and authority  ambiguity, limited resources, frequency of 
evaluation are some of the basic causes of conflict in organisations. The 
causes of conflict vary and can be categorised into internal and 
external sources. The internal source comprises leadership style, 
conduciveness of the work environment, perception of workers, 
conditions of service, organisational rules and regulations. The external 
sources include: government’s policy, international 
engagement/interest, socio-economic condition of the country and 
host community relationship. Also, in schools, the causes of conflict 
vary. For instance, Ayoko, Hartel and Callan (2004) pointed out that 
school conflict can arise from vague assignments, refusal to accept 
feedback, unfair distribution of work, incompatible goals, and 
personalities. Meyers, Bender, Hill and Thomas (2006) indicated that 
conflict in schools can be associated with instructor’s choice of 
teaching methods, their demeanor, and how they responded to 
challenging situations. Equally, structural factors in the school such as 
the size of the school and school bureaucratic characteristics like the 
degree of specialization were found to correlate with conflict (Achoka, 
1990). Despite the fact that school conflict can generally be caused by 
both internal and external sources, the internal source can further be 
can be categorised into two, namely: structural causes and non-
structural causes. Structural causes are those factors that are related to 
or forming part of the school process. The non-structural causes are 
those factors that are directly related to school personnel. The causes 
are illustrated in Table 1. 
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Table 1: Structural and Non-structural Causes of Conflict in Schools 

S/No Structural Causes Non-structural Causes 

1 Degree of school size Communication problems in 
school. 

2 Job differential of 
teachers/Areas of 
specialisation of teachers. 

Background and diversity nature 
of school staff. 

3 Available school facilities. Differences in behaviour and 
attitude of school personnel. 

4 Unclear school rules and 
regulations. 

Performance abilities/skills of 
school staff. 

5 School policies and goals. Unfair distribution of school 
materials/preferential treatment 
of school staff 

6 Status differences in 
schools 

Differences in perception and 
personality of personnel in 
schools. 

7 Ambiguous school roles. Needs and interests of school 
personnel. 

 
Table 1 revealed some of the structural and non structural factors that 
can induce conflict in the school. It is equally important to note that 
Albert (2001) generally categorised the causes of conflict into five, 
namely: (i) competitions for inadequate resources (ii) contradicting 
values systems (iii) psychological needs of groups and individuals (iv)  
information manipulation and (v) perception.  
 
Effects of Conflict 
The effects of conflicts in organisations can be viewed from two 
perspectives, namely: negative and positive effects. The negative 
effects are: it decreases productivity, upsets relationships, creates 
factions, causes absenteeism, prompts resignation, makes recruitment 
difficult, prevents creative thinking, in short, it wastes energy, time and 
money ( Tonsing, 2005). Lippitt (1982) enumerated the negative effects 
of conflict as: (i) it diverts energy from the real task; (ii) it destroys 
morale; (iii) it polarises individuals and groups (iv) it deepens 
differences; (v) it obstructs cooperative action; (vi) it produces 
irresponsible behaviour (vii) it creates suspicion and distrust; and (viii) 
it decreases productivity.  
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 In the school system, some of the negative effects of conflict 
are disruption of academic programmes, inadequate staffing as a result 
of unplanned transfer, hostility, suspicion and withdrawal from active 
participation in school activities (Okotoni and Okotoni, 2003). School 
conflicts have resulted in protracted disharmony in school staff 
interpersonal relationship, increased indiscipline among students, 
disarmed school authorities, clogged channel of progressive 
communication and rendered institutions of learning ungovernable 
(Agbonna, 2009). When conflict takes place in the school, properties, 
lives and academic hours of unimaginable magnitude are lost (Lynch, 
2000). However, when conflict is appropriately handled, it leads to 
positive outcomes. For instance, Robbins and Judge (2007) highlighted 
the positive effects of conflict as: it improves the quality of decisions, 
stimulates creativity and innovation, encourages interest and curiosity 
among group members, provides the medium through which problems 
can be aired and tensions released, and fosters an environment of self-
evaluation and change. Conflict can motivate individuals to work 
harder to come to an agreement and creates the opportunity to 
express feelings, get points of views clarified, stand up for one’s beliefs, 
motivate for change and new ideas, develop respect for opposing 
views, and learn new ways to improve relationships(Center for the 
Prevention of School violence, 2002). 
             In the same vein, constructively managed conflicts in schools 
will lead to  necessary change in a school, such that programmes are 
renewed, school staff have stronger feelings of unity among them, the 
maturity of the individual or group is greater, it enhances creativity, 
trust and communication, a mutual respect and admirable 
development between the educators involved in the resolution of the 
conflict, it clears the air/tension in the school or between parties 
involved (Squelch and Lemmer (1994). Sayed (2005) submitted that 
effectively resolved school conflict will facilitate the learning process, 
thus enabling the school to be more effective in meeting its primary 
goals. The experiences of conflicts in the school are considered as a 
normal phenomenon that should be understood and constructively 
managed to improve the state of the school. Therefore, the positive 
impact of conflict to manifest in schools will depend on the perceptions 
and conflict management orientations of school staff. 
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Managing School Conflict: The Approaches 
Hall. (2003) submitted that the manner in which conflict gets resolved 
becomes a part of the culture of a school and is a factor in determining 
community perceptions of the value of schools. This idea points to the 
fact that conflict management is an important aspect of school 
administration. The school administrator, teaching staff, non-teaching 
staff and students are expected to have a good understanding and 
knowledge of conflict management for effective mitigation of conflicts, 
whether in or outside the system. Conflict management is a practice of 
being able to identify and handle conflict in the most constructive and 
efficient way in order to ensure the existence of a minimum level of 
conflict, capable of keeping a relationship or an organisation viable, 
innovative and creative. Rahim (2002) pointed out that conflict 
management does not necessarily imply avoidance, reduction or 
termination of conflict. It involves designing effective macro-level 
strategies to minimize the dysfunctions of conflict and enhancing the 
constructive functions of conflicts in order to enhance learning and 
effectiveness in an organisation (Rahim, 2002). Miall (2007) posited 
that conflict management is all about how to regulate and contain 
conflict, but not necessarily to end it. School conflict management 
involves interventions designed to reduce the negative consequences 
of conflicts in order to ensure its bearable level of operation, capable 
of inducing constructive outcomes in schools. School conflict 
management is all about increasing the constructive outcomes and 
reducing the dysfunctions of conflicts occurring in schools in order to 
enhance their effectiveness and efficiency. There are various 
approaches that can be adopted to manage conflict in the school and 
generally in organisations. The approaches can be categorised into 
three, namely: 

(i) Unilateral conflict management 
(ii) Joint conflict management  
(iii) Third party conflict management  

Unilateral Conflict Management  
This approach consists of conflict handling styles that can be used by 
individuals in their daily transactions to manage conflict. The styles are 
competing, avoiding, accommodating, collaborating and 
compromising. 
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Joint Conflict Management 
This approach is made up of conflict management strategies that can 
be adopted by two parties to manage conflict. The parties will come 
together without the help of a third party to resolve their differences. 
Negotiation is a good example of this approach. 
 
Third Party Conflict Management  
In this conflict management, a neutral third party is invited to assist the 
conflicting parties to resolve conflict. Examples of this approach are 
mediation, facilitation, conciliation, arbitration, and 
adjudication/litigation. In fact, the larger spectrum of United Nations 
instruments of operations which involves peacekeeping, peacemaking, 
and peacebuilding are included in this approach. In this conflict 
management, a third party consciously or unconsciously brings the 
parties together to start communicating in order to settle their 
differences. In this paper, emphasis is placed on the unilateral 
approach which is a combination of basic strategies that are constantly 
used by individuals on their daily routine exercises to contain conflicts.  
 
Competing 
The style involves an attempt to defeat the other party at all cost. It 
can be subtle or aggressive in nature. Connelly (1998) stated that this 
style is a power-oriented style, in which one uses whatever power 
seems appropriate to win one’s position. The style does not respect the 
feelings and aspirations of the other party, attention is concentrated 
on one’s concerns. In a study conducted by Fabunmi and Alimba 
(2010), they found that 8% of teachers out of 760 teachers sampled are 
favourable disposed to using the style in the school. Competing style 
can be utilised by school personnel when: (i) the individual staff is 
convinced about the correctness of the issue under contention. (ii) the 
issue to be decided upon is crucial and the decision to be taken is going 
to be favourably. (iii)  one does not want the other party to take 
advantage over him/her on the issue under consideration. 
 
Avoiding 
It is an approach in which the conflicting parties tend to ignore one 
another. It is a lose-lose mode, which is described as a decision not to 
decide. An avoiding person fails to satisfy his or her own concern as 
well as the concern of the other party. Bateman and Snell (2002) 
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argued that by avoiding, people do nothing to satisfy themselves or 
others. It is a style that is constantly adopted, even by school 
personnel, to manage conflict. For instance, Fabunmi and Alimba 
(2010) discovered that 8% of teachers indicated that they often adopt 
the style. Albert (1999) posited that this “kind of response to a conflict 
situation compounds problems as the party that is “avoided” will later 
seek other means of getting listened to. Such people usually resort to 
violence”. Equally, Truter (2003) revealed that avoidance is not a 
successful method for achieving a long-term solution since the original 
cause of the conflict remains. Despite the deficiencies of the style, 
school personnel can employ it when: (i) the issue is trivial and does 
not warrant urgent attention. (ii) the risk associated with an issue is far 
greater than the potential benefit. (iii) there is need to exercise patient 
to gather more information about an issue. 
 
Accommodating 
This is a style in which the individual neglects his/her own concerns to 
satisfy the concern of the other person (Connelly, 1998). The 
underlying value in using this style is that of self sacrifice, which may be 
imbued in self-esteem order. According to Ojiji (2006), the adoption of 
this style may be a reflection of the desire to ensure personal and 
social harmony and to preserve relationships at one’s cost. 20% of 
teachers indicated that they often use the style to manage conflicts in 
the school (Fabunmi and Alimba, 2010).This style can be used by school 
personnel when: (i) an individual is willing to gain favour or is looking 
for favour from another person (ii)  you want people to learn sometime 
from your action (iii) giving peace a chance is considered highly 
imperative.  
 
Collaborating 
Collaborating is considered as a win-win situation in which conflicting 
parties work with each other to find a solution that is satisfactory to 
both of them (Ojiji, 2006). It is a problem-solving approach in which the 
parties come together to discuss the issues of concern, so that 
acceptable decisions can be reached by them. Collaborating style 
encourages mutual respect, open communication and full participation 
of all parties. It is a style that is constantly employed by organisational 
staff and school personnel. 53% of teachers were discovered to be 
favourably inclined to the style (Fabunmi and Alimba, 2010). It can be 
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used in school when: (i) the issue in contention is of multiple 
perspectives and is critical and commitment is imperative. (ii) the goals 
of the parties are crucial to them and must be met. (iii) it is necessary 
to settle past issues with someone. 
 
Compromising 
It is a style in which parties to a conflict give up some measure of their 
needs in order to gain some things. This implies that both parties will 
win a bit and also lose a bit. This style typically involves “give and take” 
where both parties involved relinquish some aspects in order to arrive 
at a mutually acceptable decision (Copley, 2008). The study conducted 
by Fabunmi and Alimba (2010) found out that 11% of teachers make 
use of the style. School personnel can use the style when: (i) parties are 
so incompatible that they cannot be reconciled without them losing 
something in the process. (ii) the use of collaboration or competition 
failed to yield result. (iii) there are strong opponents pursuing mutually 
exclusive objectives. 
 
Impact of Conflict Management Strategies on School Personnel  
Conflict management styles employed in conflict situations are highly 
important in defining and determining conflicts outcomes. Various 
conflict management styles are at the disposal of people to mitigate 
conflicts, even school personnel inclusive. School personnel, 
consciously or unconsciously employ these styles in their daily routine 
exercises in the school. The impact of these styles on the efficacy of 
school personnel can be positive as well as negative, depending on the 
nature of the conflict and how they are used to handle conflict. For 
instance,  Ikoya and Akinseide (2009) reported that in secondary 
schools, bargaining (i.e collaborating) is the highest used style by 
teachers, while avoiding is the least, followed by forcing (i.e. 
competing).  Balay (2006) found that administrators and teachers in 
private schools tend to use compromising, avoiding and competing 
behaviours than their colleagues at public schools.  The findings of 
Balay (2006) point to the fact that teachers in public schools are more 
favourably inclined to using collaborating and accommodating 
approaches than the other approaches. Gumeseli (1994) found that 
integrating (i.e. collaborating) and compromising were the most 
frequently used conflict management styles by principals, whereas 
domination style (i.e. competing) was the most infrequently used style. 
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Baser and Kaya (2010) discovered that the most effective conflict 
management style exhibited by principals was collaboration style, on 
the other hand, compromise, avoidance and accommodation were 
perceived relatively less effective but the domination style (i.e. 
competing) was perceived the least effective style employed by 
principals. Ural (1997) found that principals make use of collaborating 
and compromising methods always, the avoiding method usually and 
the forcing method (i.e. competing) never in managing conflicts with 
teachers.  It is clear from the literature that school administrators and 
teachers often make use of styles such as collaborating, 
accommodating and compromising in resolving conflicts than avoiding 
and competing styles. This is a pointer to the fact that avoiding and 
competing styles are less employed by school administrators and 
teachers in the resolution of school conflicts. However, the adoption of 
any of the style has implications for school growth and development.     

For instance, Byers (1987) found that the use of confronting 
and cooperative conflict resolution styles by principals positively 
impact on teachers’ commitment. Hajzus (1990) discovered that an 
imposing or withdrawing conflict resolution style of principals is 
negatively related to the organisational commitment of teachers.  
Conflict management style adopted by principals at a particular time 
has the potential to influence teachers’ productivity positively or 
negatively. Also, it is indicated that styles such as collaborating, 
accommodating and compromising have significant relationship with 
teachers’ satisfaction, while avoiding style is negatively correlated with 
teachers’ satisfaction (Tumwesigye, 2008). Similarly, Alimba (2013) 
discovered that collaborating, compromising and accommodating 
styles were significantly related to teachers’ productivity while 
competing and avoiding styles were not. Renwick (1972) submitted 
that subordinates perceive relations with superior as productive when 
collaboration is employed. Conflict management styles adopted to 
mitigate conflicts have the tendency to positively or negatively 
influence the work behaviours of school personnel. Therefore, the use 
of collaborating, compromising and accommodating are considered as 
having the propensity to produce positive impact on the organisational 
commitment of teachers while competing and avoiding styles are not 
significantly related to teachers’ productivity. The use of these styles 
will result in constructive outcomes in the school than using avoiding 
and competing styles. These findings are revealing and insightful 
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because the quality education is consequent upon the satisfaction and 
productivity of school personnel, especially teachers. Therefore, 
conflict handling styles of school personnel indirectly influence the 
productivity of the school.  
 
Conclusion 
Conflict is inevitable in the school. The frequent occurrence of conflicts 
in the school is an indication that it is alive and healthy. Therefore, the 
ways conflict management approaches are employed to mitigate 
emerging conflicts in the system will determine how conducive the 
school climate will be for effective operations. When conflict is well 
managed, it will create a conducive climate for school personnel to 
discharge their responsibilities effectively. The effectiveness of each of 
the style depends on its potency to mitigate conflict. Hence, no style 
can be adjudged as the best, except its utility produces the expected 
result. Each style changes, depending on the personalities and the 
exigencies of the conflict. Based on this, it is imperative for school 
personnel to change and modify their conflict management styles as 
circumstances dictate.  This means that circumstances dictate the most 
appropriate style to use. Therefore, situations and personal 
dispositions of the conflicting parties are important factors that guide 
the adoption of a style. These factors will equally go a long way to 
define and determine the effectiveness of the styles. The volumes of 
conflicts manifesting in the school indicate that school administrators 
and their staff have a mandate to acquire knowledge and skills on 
conflict dynamics and its management approaches, so that emerging 
conflicts can be constructively handled to collectively improve the 
performance of school personnel and consequently the productivity of 
schools and the society in general. 
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