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ABSTRACT

Conflict management in the Senior High Schools besome a critical issue which needs to be lookeolyat
propounding new models to complement or replacegednthe school disciplinary committee system thas
become the order of the day. Causes of conflidh& school system vary and ranges from religiousea
through misapplied policy, lack of technical knoavh in conflict management to representation of stho
leaders in the day- to- day administration of tisbo®l. The paper looks at management of confliomfr
different perspectives by discussing and analyzimg root causes and sources of school conflictshén
administration of schools in Senior High Schoolsthie Central Region of Ghana. The findings sugtfest
administration and management of Senior High Schotiie Central Region are disadvantaged by theased
rates of conflict situations and that also militagainst the smooth running of school administratio
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1. Introduction

Conflict has become inevitable in human existermmt iadeed a lot of institution, organization, andividuals
have put in enough resources in order to curb aughenomenon (Flippo, 1980). Harold (1998) supplotités
view by indicating that conflict is part of changad therefore inevitable. It is therefore not slioglknews of
high rate of conflict in the senior high schoolbisTstudy is paramount and timely due to the orgdiebate on
the Single Spine Salary Structure (SSSS) that bas Introduced by the Government of Ghana to stieam
wages of public sector employees is creating ottrifli the school system in Ghana. The partial imTy@letation
of SSSS after a long delay has become potentiaiceoaf industrial conflicts. We argue in this papleat
digging into the causes and effects will broadengtope of educational administrators in dealirity wdnflicts
in their areas of jurisdiction.

2. Statement of the Problem

The Ghanaian economy for the past four years ha@erenced low remuneration to workers hence the
introduction of the single spine salary structuvecbrrect such anomalies. The structure came wstlouwn
challenges creating disparity in salaries, couplgith high inflation in the economy has resultedangreat
discomfort and industrial strikes in the countrgh8ol administration have agitated over this phesoon of
low salaries coupled with high tariffs on utilitieé which teachers, parents and students have tdkesmtage to
exhibit misbehaviour, anxiety, desperation whexytbome to the working environment. Teachers inGbatral
Region Senior High School have in a space of tiemmahstrated three good times (that is 2012 in Nd»&m
and in 2013 in February and August) against renatizer, bad condition of service and unconcerndtudd of
Ministry of Education and for that matter Ghana &ation Service.

In most cases conflict that do occur in the Sehiigh Schools are suppressed due to the traditidisaiplinary

committee put in place to arbitrate disciplinarplgems in the school. There is lack of trust andfidence

when conflict is between the teacher and studéstgtudent is always a loser). This situation lmmpkned the
general moral of students on one side and teadmetise other side. This phenomenon has affectedeheral

performance. Encountering series of conflict sitratvithout its accompanying strategies could lieeastating
situation in schools. This assertion has been stggbdoy United Nations International/ Children’s &mency
Fund (UNICEF, 1995) that“conflict when not constively dealt with often exploded into violence”.

School administrations have not lived up to expemta in resolving conflicts since most of thesaftiots are
believed to center around their autocratic leadprstyles, negative personal attitudes and cosfldtinterest,
among others. We therefore argue that when thgredseful co-existence in the school, higher prodtye will
be enhanced and the administrations, teachers taénés will be in a better position to carry obheit
responsibilities without bitterness. The questitha guide this paper therefore include; why doflézia occur
in Senior High School systems in Ghana? Are sch@iagement trained to deal with the different gotsfithat
occur? and what is the role of the Ghana Educ&&mice in school conflict management in Ghana?
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3. Resear ch Objective

The general objective of the research is to lookaatflict resolution from another perspective; andlesign a
more appropriate conflict resolution mechanismtfar education sector in Ghana, further from traddi civil
conflicts, external aggression, and so on but dctedated conflicts resolution and its impact oe thay to day
administration of the school. More specificallye thaper seeks to;

« Establish the causes of conflicts in the SeniohF8ghools management in Ghana.

< Investigate whether school administrators are é&hin conflict management skills.

e Understand the role Ghana Education Service pfagenflict management in Senior High Schools.

4. Review of Relevant Literature

The term management has been used in diverse walpicts different issues based on the contextiHr@yal
used it as an academic discipline. This paper ther@dopts the definition by Sisk and William (198hat sees
management as a process of coordinating resouncesgh the process of planning controlling, orgengjz
leading in order to accomplish the set goals anptatibes. Management also involves some purposive
coordination processes that are universal to ath§oof group endeavors. Duncan (1975) mentionsatfiettive
coordination does not just happen; but is brougpeiu by individuals who possess the knowledge #iits $0
synchronize the actions of numerous people andneidhose towards a common goal. Managers are known
be peculiar people who oversee to the general guiéshment of organizational tasks and activitied #meir
knowledge base and skills are derived broadly floenfield of management (Caglio and Ditillo, 2008).

Management therefore, is composed of the variotigities that involve the setting of goals, straeegto reach
those goals, and the right decision making protessiable organization thrive in both internal &éimel external
environment (du Plessis, 2007). Thamhim and Wilg&847) explained the term conflict by looking atthbo
positive and negative sides of it saying; Conflicas a result of the behaviour of an individuaharoup, which
militates or hinders another group from accomptighis set goals. As conflict may militate agaiagainment
of organizational goal, if the outcome yields hownension of growth and innovation, enhances degisio
making and improves teamwork, then we can say icorifas a positive impact. They continue to sayflazin
affect the accomplishment of organizational goals tb their attending stress, hostilities and othetesirable
factors when it's vaguely handled. These views wahrared by Rahim (1992) that, conflict as an intéive
process is manifested in the incompatibility, dieggnent or difference within or between socialtesi From
the foregoing, the term conflict could be explairesl tensions within a social system. These tensiwas
observable looking at factors such as competition dcarce resources among departments, interpérsona
relationship among members, lack of effective comication and poor organizational structure.

Conflict to an organization is synonymous with eiote due to the characteristics both conflict aioterce
posses. United Nation International Children’s Egeercy Fund (1995) stated that conflict is not neagly
synonymous with “violence” and that conflicts ineily occur between people. According to Kerze9g)%n
the issue of violence, stated that, conflict caouoavith anyone over anything. This statement wakalborated
by Seville (1997) stating that “it is not part afrhan nature to be violent and that violence isnedresponse to
conflict and if violence can be learned, other ceses are possible and can be learned as well.héthednflict
is synonymous to violence or not statement of @is#t William (1951) cannot be under-estimate no cere
give a definite definition to issues that concdraman endeavor.

Manicoe (1998) identified types of conflict to inde; interpersonal, intrapersonal, intergroup,akgroup. He
again identified various forms of conflict whichclode; horizon conflict, role conflict and verticabnflict.
Owen (1987) stated that sources of conflict in orgations include competing for scarce resource®reomy
and goals divergence due to mission, vision anddeship ability exhibited by managers. Accordind-&as &
Kittlaus cited in Ivancevich (1996) there are fastthat contribute greatly to viable conflict irganizations and
they include differences in goal setting, divergerin perception, overuse of expertise and workrinte
dependency. According to Pondy (1969) five majorels of conflict should be acknowledged to enable
managers become conscious of vulnerability of teeiployees. These include latent conflict, perabi@nflict,
felt conflict, manifest conflict and post confliggccording to Wright and Quincy (1951), conflicttoame could
be positive since it is an evidence of life andlity in an organization. To Cosier and Daltoneditn Hellriegel
(1992) condemns that conflict in organization caralpositive force. He mentioned that conflict iganization
leads to low efficiency and effectiveness. Zikmafi92), comments that “effectively managed confieh help
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identify previously unidentified problems and afties, and can also help clarify uncertain and ivgmverall
cooperation.

The researchers are of the view that conflict shonbt be seen to have only detrimental effects on
organizational performance. The literature reviewfar has helped to establish that conflict existevery
endeavors of man and so where two or more peopé, rtreere is likely to be conflict. Conflict Managent
Strategies is therefore paramount to curb any efpenflict to improve organizational performance.

5. Resear ch M ethods and Design

The researchers randomly selected some Senior Stfjool in the Central Region from three Distridihe
variables understudy comprises of school admin@tsateachers and students. Primary and secoddsaywere
collected for the purpose of this research. Questoe, interviews and observation (primary datajl a
documentation evidence (secondary data) constietelata and data sources. Questionnaire use \iversppt
due to confidentiality that needed to be observetl due to large sample the researchers neededdstigate.
Public Senior High Schools in the Central Regiorhat time of the study were three hundred and fiftg
(355). The researchers therefore selected a samfifilérty-six schools representing ten percent (J@othe
entire schools in the region.

6. Findings and Discussions

The researcher presents the major findings andusisans of data generated from both the primary and
secondary sources. The presence of conflicts inadshn the central region and awareness of suoflicts by
members of staff is undisputable. Considering the8% positive responses and 28.6% negative respdose
conflict awareness in the schools as indicatedainl§ 1 has been a proof that a reasonable perecotdyman
resources are aware of the occurrence of conitidfseir schools. Forty-nine persons (6.1%) gaveasponse.

Table 1: Respondents’ Awareness Conflicts in tBeinools

Responses Frequency Percentage
Yes 168 55.3
No 87 28.6
No response 49 16.1
Total 304 100
Souices: Fieldwork January, 20

From Table 2, conflicts appeared to occur regultrlgchools in central region. As pointed out bpexs on
conflict management, conflict in itself is not destive provided it is well managed. The breakdoaf
responses is presented in Table 2. A total of 562600) respondents have witnessed conflicts bet@emerd 10
times in the last 5 years. Fifty-eight persons 1¥8). have witnessed conflicts between 3 to 5 tiréty one
persons that they did not witness conflicts ingbleools

Table 2: Frequency of conflict occurrence (from 20P013)

Number of times frequency Percentage
0 4 1.3

1-2 times 51 16.8

3-5 times 58 19.1

6-10 times 172 56.6

Cannot recollect 19 6.3

Total 304 100

Sources: field work, January, 2013

87




Developing Country Studies www.iiste.org
ISSN 2224-607X (Paper) ISSN 2225-0565 (Online) JL,i,!
Vol.4, No.10, 2014 IIS E

Researchers collected showed that there were $dypes of conflicts in Senior High Schools in tbentral
region. The types of conflicts identified are ramlas follows: inter-personal conflicts ( 34.7%)teiRunion
conflicts between staff and school administrato29.0%), conflicts between labour and governmel®.6%),
others( i.e. students versus staff or studentsusesshool administrators, students versus food orshaonflict
between parents and teachers) ( 13.6%). On a fesasams, there were cases between schools and the
community members. Since inter-personal confliatsked the highest among the several types of ctsmthat
were identified in schools selected for the stuefforts should be made to address it. One of thgswa deal

with the problem is to organize seminars for woskem how or relate with co-workers in a harmoniaay and

deal with differences without resulting in conftictThis is important because regular occurrencsurh
conflicts will adversely affect productivity in sobls.

Table 3 Types of conflicts that occurs

Response Frequency Percent
(1) Interpersonal conflict 150 34.7
(2) Conflict between labour and government 65 24.9
(3) Inter-union conflict (staff and school admington) 56 20.9

(4) Conflict between parents and teachers 33 195
TOTAL 304 100

The major causes within the school system in thgidRe They are listed in order of their importance:
e Misunderstanding of motives
* Role conflicts
»  Favoritism
» Indiscipline (disciplinary problem)
e Youthful exuberance
« Poor condition of service
« Partial implementation of the single spine saldarycture approved by the government for workers
* Negligence of duty
« Personality clashes
e Inferiority/ superiority complex
e Forceful and compulsory retirement/ retrenchmentaokers
e Administrative incompetence of school administrator
e Misappropriation and embezzlement of school fundsdhool administrators and P. T. A

Among the various factors that caused industrialflis among school workers in the central regieere
unimpressive conditions of service ranked highdsiny of those interviewed were of the opinion ttregre is a
positive correlation between poor staff welfare aedurrences of conflicts. They believed that adjoelfare
package for the staff would go a long way to redineeincidence of conflicts in schools. Governmaeattsll
levels in Ghana metropolitan municipal and distsbbuld endeavour to improve the conditions of iserof
teachers in the country not only as a measureeweept or reduce conflicts in schools, but also asasure to
restore confidence and dignity to the teachinggssibn.

On the procedure for conflict management, the nesg® are quite disturbing as only 19.4% of theaedents
affirmed that there existed laid-down procedured arechanisms for conflict management and resolution
school should try to adopt mechanisms and stratefgie managing and resolving conflicts. The currirg
brigade approach used by most school administratdige region cannot continue. Table 4 shows ith&jority
of the teachers were often unable to cover thalsyf in a session. This is one of the effects afssant strikes
in public schools in Ghana.
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Table4. Coverage of the Syllabus in a Session

response frequency Percentage
Always 45 14.8

Often 75 24.7

Hardly ever 141 46.4

Never 25 8.2

No response 18 5.9

Total 304 100

Source: Fieldwork Jany@§13

Table 5: In servicing Training Courses in Conflithnagement

Response Frequency Percentage
Always 8 2.6

Often 22 7.2

Hardly ever 42 13.8

Never 220 72.4

No response 12 3.9

Total 304 100

Source: Fieldwork, Mardhl3

Out of the 304 respondents on opportunity to atwmnflict management courses, 220 ( 72.4%) indic#tet

they have never had any opportunity to attend sucburse; 42 (13.8%) have hardly done so, whil&§.226)

indicated that they have participated often, arlgl 8r( 2.6%) indicated that they participated freqtly, Twelve

( 3.9%) did not respond, it is pertinent that arsewn conflict management should not only be thioed in the
curricula for student teachers, but that it shduddintroduced in the curricula for student teacteerd school
administrators. Adequate knowledge in conflict ngemaent and resolution in schools will go a long way
sanitize the educational system in the country.

The Student Representative Council SRC provideomppity for students to air their views on matténat

could lead to conflicts in the school; thereby auistrative problems are nipped in the bud. It ifottunate that
most of the respondents (78.6%) indicated thaketeare no such councils in their schools. It isgested that
school administrators in the state should consiesducing SRC in their school as part of conftititnagement
strategies. The date collected confirmed that imyrechools the students had little or no say inrtming of

their schools even in student related matters. Q6I8% of the respondents indicated that studeats allowed

to have input in the running of their schools. Sithedministrators should allow students to condbem. This

is one of the modern management techniques-patiegpmanagement. Such opportunity will be useiulhie

prevention of conflicts in schools in the state.

Depending on the nature of conflicts and the psiitigolved, various methods were used which induthe use
of disciplinary committees, comprise method, inégion of the school authority and elders in themgwnity
and intervention by colleagues. Sometimes the Gleangation service official’s intervention has beatied
for. The interventions of the ministry of educatimeluded sending their officials to conflict riddechools to
investigate, mediate and bring about resolutionsdme instances resolution took the forms of isseasf
queries, dispersing the staff by posting all or sagmother schools, demotion, reinstament of wrpdgmissed
workers or conversion of some dismissals to retimetdismissal and sanctions of various degreesrdépg on
the nature of the case as recommended by inveasdgadnels. Where cases were between studentherstaif,
the Ministry of Education took up the mediation.

The consequences of the discussed conflicts oadieol and the government have been regrettabieofthe
repercussions on schools was disruption of acadpmigrammes, inadequate staffing as results ofammgld
transfer, hostility, suspicion and withdrawal fr@utive participation in school activities. In soweses results
were withheld or cancelled. As a result of emergettansfer of subject teachers, qualified teacheese
inequitably disturbed. In the final analysis, gaweaent suffers financial losses from closure of sthownhile
pupils and their parents suffer un-quantifiableséss All of these have contributed in one way erdther to a
steady decline in the quality of education in thetes Some students resorted to examination edlyettiase
that have led to school closure.
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7. Recommendations

In line with the conflict situations prevailing the schools of study, the following recommendatioage been
suggested to assist in resolving critical issuesoaflicts in the schools:

The District Directorate of the Ghana Educationvi®er should form conflict resolution teams in thstidct to
assist schools adopt existing official conflictokesion strategies for resolving conflict in theirpary schools
before it worsens teaching and learning. Teaclpengnts, school heads, pupils and the communitiesld be
made aware of the long and short term negativetsffef conflict on teaching and learning. This ¢endone
through discussions at PTA meetings, durbars angpsgia. In this regard, headteachers should b&amtgand
effectively monitor teachers at work. They shoutiction teachers who refuse to mark exercises Hgribeir
pupils because of existing conflict between them #ne pupils. Such teachers should be counsele¢tdeoneed
to relate well with the pupils and their attentidrawn to the fact that teachers and pupils aredefgendent in
the field of education.

The Guidance and Counseling Committees in the dstsdwuld be strengthened so that they can edtivate
pupils on better ways of handling conflict. Schamithorities should complement reward pupils’ good
behaviours and to encourage them to behave welthol. Peer mediation teams should be establigfithd
selected pupils who are well behaved and equippéd sonflict resolution skills to help the schodiandle
interpersonal conflict. This group could be trairptiodically by the district education office, itigociety, or
any community-based or non-governmental organisatioich is interested in conflict management s¢ biasic
schools in the district would have relatively reedicconflict environment. It is also necessary fopifs to be
educated on all the conflict resolution mechanigmthe schools and sanctions for certain offen¢és. pupils
will trust the bodies and channel their grievantesugh them. This will help curb or reduce coriflic primary
schools in the district. Conflict resolution bodiassome primary schools such as Disciplinary Cottaes and
Guidance and Counseling Committee should be stnengd to reduce the spate of conflict in basic aishim
the district so that the negative effects of canftin teaching and learning will be reduced.

The Ministry of Education and the GES should inseeghe three periods allotted to Religious and Mora
Education per week on the basic school timetabfas¢oso that more time would be spent teachingainealues

to inculcate a sense of social responsibility aesponsiveness in the pupils. Effective moral arijioais
education will instill good neighbourliness andecéor one another in them so they grow up with sualies.
Communication links between the schools and thergarof the pupils should be strengthened to reterson
and conflict in the schools. Headteachers and @wackhould be open to parents and encourage thesmeto
clarification on any information communicated tceitin by their children or wards but which they do not
understand and should also explain to parents laipe or demands such as collection of monies roaddem

in connection with their awards.

Existing conflict resolution mechanisms in the swloshould be revived so that parents would be addcon
the proper ways of addressing their grievanceer®aneed enough education on the essentials efgoent’s
interventions such as Capitation Grant and fCUBEcp@nd how far this goes as far as basic schdotation
funding is concerned so that little demands for eyowill not create a conflict between them and téechers.
The school authorities should encourage parentttemd PTA meetings so that they would be abredtht w
information about the school. Headteachers shaiabwe all barriers of communications and relatd wéh
the parents so that they feel part of the schostesy. The Capitation Grant should be disbursedtsantended
purpose only and should not be misapplied.

Note books, pens and materials that teachers oediddharge their obligatory duties such as prejoaraf

lesson notes must be provided at the right tinredoice conflict between teachers and their heads.

The District Education Offices should post bursarsaccounts clerks to all primary schools in thstriit to
handle the finances of the school. This will heduce or eliminate accountability problems and #aséension
that arises between teachers and their heads asu#t of finances. The District Education Officeoshd
organize seminars and workshops aimed at improgowd rapport between headteachers and their stdff a
building good working relations between them. GESwd also organize workshops for headteachersyever
vacation to enable them acquire or improve theadégship skills and conflict resolution strategsesas to
improve their managerial effectiveness. The fatilits of the workshops should do follow ups to emghat
whatever they have imparted are being implementedse findings should be made available to theribist
Education Offices (DEO) and extracts published &kenthem accessible for usage
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8. Conclusion

School administration has been adversely affectedialsk of knowledge of conflict management. Most
administrations handled conflicts by trial and erapproach because there were no specific procedund
methods of managing conflicts. In the Senior Higin@l system in the country students were not atbwo
participate in decisions affecting them. Most sthudedid not know the importance of a student reprigive
council and they hardly knew how to protest agaihstschool authority. The staff members on thewtand
were not excluded from all kinds of conflict. Stafid students in conflict resolution rarely exptbtee use of
dialogue as a resolution technique. Finally theigssf conflict management has reached the pointravhe
effective of relevant strategies be explored angleped.
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