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ABSTRACT
The study aimed at analyzing the nature of conflicts at school environment, evaluating the experiences of school stakeholders in managing conflicts and to explore the experiences of school leaders in managing conflicts. Simple random and purposive sampling techniques were used to obtain the sample. Data were collected using interview guides and analyzed by using descriptive method. Results revealed that, most conflict experiences in primary schools were between teachers and pupils, staff and administration at school and between staff and employer. The factors that were cited to be the causative of conflicts among these groups were; laziness in doing class exercises, stealing of school personal properties, preparing of lesson plans, attending late at working station, lack of transparency, favoritism, allocation of the administrative tasks and improper communication. Most mechanism that was used to resolve the conflicts by school stakeholders were, meeting and School Baraza, effective communication, use of power, ignoring and keeping silence. The study revealed that, most of the stakeholders have no any training related to conflict resolution though are the main actor in conflict resolution. These indicates that, were participating in conflict resolution through their experiences and understandings only. The study revealed that; head teachers only and school board chairperson have participated in formal training for conflict resolution this saved as an advantageous in their leadership experiences. It is recommended that seminars and training should be provided for improving rapport between heads of schools and their staff and building good working relations between them and to acquire leadership skills and conflict resolution strategies so as to improve their managerial effectiveness. 
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CHAPTER ONE
INTRODUCTION AND BACKGROUND INFORMATION
1.1 Introduction
The introductory part of this study consists of Background of the study, statement of the problem, General Objective, Specific Objectives, Research Questions and Significance of the study, which aims to analyse the factors and mechanisms used to handle conflicts in public primary schools in Geita District and its implication to development. The study specifically, aimed at analyzing the nature of conflicts at school environment, evaluating the experiences of school stakeholders in managing conflicts and to explore the experiences of school leaders in managing conflicts.
1.2 
Background to the Problem
Conflict has turn into a matter of concern universally as it has effects on national strength and development. (United Nations High Commissioner for Refugees (UNHCR, 2006). Awosusi's (2005) study identified conflict in Nigerian and African educational institutions in the form of staff-management conflict, student-management conflict, staff-government conflict, student-student conflict and staff-staff conflict through the findings revealed that conflicts were there to all categories.
Conflict is a common occurrence in organization. It is an inevitable part of organizational life because the goals of different stakeholders are often incompatible. The level of conflict present in the school has important implications for the schools’ overall performance. When there is little or no conflict, organisational performance suffers. Lack of conflict in an organisation often signals that manager emphasize conformity at the expense of new ideas, are resistant to change and strive for agreement rather than effective decision making (Jones, 2000). When conflict increases from a low level to a very high level it escalates, organisational performance suffers. When an organisation has a dysfunctionally high level of conflict, administrators are likely to waste organisational resources to achieve their own ends, to be more concerned about winning political battles than about doing what will lead to a competitive advantage for their organisation, and to try to get even with their opponents rather than make good decisions. When an organisation has an optimum level of conflict, organisational effectiveness is likely to increase. Administrators are likely to be open to encourage a variety of perspective, look for ways to improve organisational functioning effectiveness and view debates and disagreements as a necessary ingredient for effective decision making (Mullins, 2010). Conflicts at present continue to be a factor in academic life. Schools frequently appear to be centres of tension on occasion. The term conflict is viewed in a variety of ways because of its confusion with those conditions which lead to situations of different conflict (Okotoni, 2002).

According to Wynn and Guditus (1984), change in schools may cause conflict amongst teachers if the process is not adequately planned, implemented and evaluated. Communication is one of the major causes of conflict. People communicate differently. Sometimes they use negative body language which may cause conflict amongst people in different institutions, including school.  The possible sources of conflict are poor communication, competition for common but scarce resources, incompatible goals and the like14. Fisher (1997) notes, “…both individuals and groups have undeniable needs for identity, dignity, security, equity, participation in decisions that affect them. Frustration of these basic needs…. becomes a source of social conflict”. However, conflicts are neither constructive nor disruptive but the ways these are handled make them either positive or negative. Schools, like other human organizations, are inclined to one or other type of conflict. Various conflict management strategies are adopted for handling conflict; the most important among these are, mediation, negotiation, avoidance, collaborating etc. (Ghafer, 2010). 
International Labor Organization states that globally, teachers are a key determining factor in the quality of any education system. Some teachers work under appropriate and effective conditions. However, the conditions under which many teachers have to work, particularly in developing countries where the situation of child labour is critical, are often appalling. For decades, teachers have been teaching children despite the lack of physical infrastructure, learning materials and other essential support services.
While education systems in most countries are usually among the largest administrative sectors of government, the ultimate success or failure of the system to deliver services to millions of children depends upon the abilities and attitudes of teachers. Teachers have been expected to fulfil national educational goals and objectives despite inadequate or even inappropriate conditions for learning and teaching. In many countries, teachers are often forced to take on additional jobs in order to supplement their income out of economic necessity. These situations stretch the limits of teachers’ capacities and require a deep sense of commitment, resourcefulness and tremendous amounts of energy from them to meet expectations.
1.3 Statement of the Problem
Universally it is believed that, quality education is addressed on the quality and the effectiveness of the teachers, availability of teaching and learning resources, infrastructure and the ability of the pupils or students to grasp and reproduce the concepts. A little, care is paid to what happened in the school environment/workplace environment, in the classroom when teaching is in progress and the kind of relationships that flanked by teachers and pupils, between teachers, between pupils, between teachers and their school heads, teachers and their employers and even between the schools and the communities in which the schools exist. Stress in the workplace can have many origins or come from one single event. It can impact on both employees and employers alike. It is generally believed that some stress is okay (sometimes referred to as “challenge” or “positive stress”) but when stress occurs in amounts that you cannot handle, both mental and physical changes may occur. However, the teachers service commission act no.25 of 2015 (URT, 2015) is addressing well on how the conflicts can be dealt between teachers. The evidence from TSC & TTU reports shows that, teachers’ service commission (TSC) and Tanzania teachers union (TTU) receives various conflicts among primary school teachers in Geita District. Since conflicts are happening in day to day in primary schools, Therefore, this is intensifying the need of carrying out a research study on the mechanisms used to handle conflicts in primary schools basing on identifying the nature of conflicts existing between teachers and the workplace environment and its management, experiences of schools’ stakeholders in managing conflicts and experiences of school leaders   in managing conflicts at school level.
Failure to address the problem, conflict among the primary school teachers can lead into enemies and strain peaceful relationship and hence threaten the development of quality education. Therefore, the study came up with the real explanation on nature of conflicts and the desirable ways of handling them in primary school.
1.4 Objectives
1.4.1 General Objectives
To analyse the mechanisms used to handle conflicts in primary schools in Geita District.
1.4.2 Specific Objectives
i) To analyze the nature of conflicts at school environment
ii) To examine the experiences of school stakeholders in managing conflicts 
iii) To evaluate the experiences of school leaders in managing conflicts at school level.
1.4.3 Research Questions
i) What are the types and nature of conflicts at school environment?
ii) What are experiences of school stakeholders within and around the community in managing conflicts at primary school environment?
iii) What are the experiences do administrative school leaders have in managing conflicts and conflict resolution at school level?
1.5 Significance of the Study
Conflicts in schools have positive or negative impact depending on the way are managed. The findings of this study may assist the head teachers in minimizing the rate of conflicts in their schools and turn them in to positive results. Meanwhile this study may give the light to education stakeholders in district on the existence of conflicts in primary school; hence it will be an opportunity to them to make an intervention to silence the situation and nature that may distort the image of Geita district in education arena. Furthermore, the study findings also can be useful to teachers and school stakeholders in developing awareness and techniques on how to manage conflicts in primary schools.
1.6 Limitation of the Study
In the process of carrying out this study the researcher encountered with the following limitations
i) The researcher depended on own source of money, hence sometimes caused operational constraints due to the shortage of money. This affected the time for data collection and analysis. It was also not easy to go to all the schools in the district due to transport cost.
ii) Data collection was the challenging issue since my schedule for data collection interfered with the normal routine of the respondents at their working station. This was solved by making appointment to meet the respondents on a specific day.
1.7 Delimitation of the Study
The study focused on the mechanisms used to handle conflicts in primary schools in Geita District. The study covered Eight (08) primary schools in Geita district in Geita region. Even though the study was limited to Geita District, the results might be generalized to other primary schools in the country as it was unmanageable to include all primary schools in the country.
1.8 Definition of Operational Term
The operational terms were defined basing on the context of this study
Conflict: An act of being difference in beliefs, wishes and interests between persons, family’s groups or other social units in the community. Conflict is a common occurrence in organization. It is an inevitable part of organizational life because the goals of different stakeholders are often incompatible
Conflict management: The act of controlling disagreement between people, or groups. It is the process by which disputes are resolved, where negative results are minimized and positive results are prioritized. With properly managed conflict, an organization is able to minimize interpersonal issues, enhance client satisfaction, and produce better business outcomes.
Head teacher: Is a person who has been entitled in a school with administrative power. A head teacher is the most senior teacher and leader of a school, responsible for the education of all pupils, management of staff, and for school policy making. Head teachers lead, motivate and manage staff by delegating responsibility, setting expectations and targets and evaluating staff performance against them
Teacher: A person with professional training and who imparts knowledge to the students or pupils in a school. Also called a schoolteacher or formally, an educator) is a person who helps pupils to acquire knowledge, competence or virtue.
Community members: They include all who live, learn, work, play, and pray in communities. Community members may have a formal leadership role in a community organization, or friends and neighbors may recognize them as the person who gets things done. They are at the heart of healthy communities. For the schools, refers to any person who is living near by the school.
School board chairperson: The board chair assumes responsibility for the overall functioning of the board. He/she facilitates board meetings, oversees the work of the committees, and works most closely with the school leader, oversee the school board and school development in general.
Primary school: Refers to the school where by pupils study from pre-school into grade 1 level to grade/standard seven as per the Tanzanian educational context. It is the level of education before the student joins secondary school.
CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter presented a review of literature related to the study. It divided into three main parts, namely, theoretical framework, empirical literature review, and conceptual framework.
2.2 Social Conflict Theory
Karl Marx is the one of the proponents of the social conflict theory and the greatest materialist and dialectic interpreter of society was born on May 5, 1818 in Treves near Coblenz in Rhineland province of Germany. Conventionally, Marx‟s thought derived social conflict theory. By definition conflict may be defined as a struggle or contest between people with opposing needs, ideas, beliefs, values, or goals. Conflict on teams is inevitable; however, the results of conflict are not predetermined. Conflict might escalate and lead to nonproductive results, or conflict can be beneficially resolved and lead to quality final products. Marxist frameworks argue that today conflict is based on authority relations, not on property relations. There is conflict between this who exercise authority and those who lack authority as the one major variable which divides the upper from the lower class (Sonia & Sadia, 2016)
2.2.1 Justification of Social Conflict Theory by Karl Marx
The Social- conflict is a framework for building theory that sees society as an arena of inequality that generates conflict and change. This approach highlights inequality. The premier conflict theorist and Sociologists like Karl Marx, used the social-conflict theory looking at ongoing conflict between dominant and disadvantaged categories of people - the rich in relation to the poor, white people in relation to people of colour and men in relation to women, Typically the people on strive to protect their privileges, while the disadvantaged try to gain more for themselves. A conflict analysis of our educational system shows how schooling reproduces class inequality and caste inequality in every new generation. From a structural-functional point of view, „tracking‟ benefits everyone by providing schooling that fits pupils‟ abilities. But conflict analysis counters that tracking often has less to do with talent than with social background. In this way, young people from privileged families receive the best schooling and later pursue higher income careers. The children of poor families are not prepared for college and like their parents before them, typically enter low paying jobs. 
2.2.2 Sources of Social Conflicts
According to Karl Marx conflicts may occur in a society as the result of class and identity differentials, economic competition, differences in ideas, values, ideology and religion, Scarce resources (resources in general) that form the necessities of life, competition for example political, business, entertainment, and sports, diplomacy or intellectual prowess. Many sociologists use the social conflict program not just to understand society but to bring about societal change that would reduce inequality. 
Criticism of social conflict theory.
Conflict theory argues that conflicts are physically viable and usually leads to violence/conflicts that lead to revolution. However, not all conflicts are physically viable and not all conflicts lead to violence/revolutions. Conflict theory reduces social reality into two pairs of opposites bourgeois and proletariat, the elite and the masses, the rulers and the ruled. Nevertheless, reality is quite different. Social conflicts manifest themselves in a variety of ways and numerous interest groups and any attempt to reduce them to a common principle or a dualistic conception is inevitably hygienic. Equally conflict theorists assume that human society is in a continuous and unending process of change. This assumption however is the negation of an historical reality exemplified for thousands of years by many traditional societies and tribal states which have changed very little. On the other hand, substantial changes have occurred without significant conflicts, as in the case of many new nations - states where silent revolutions have been initiated and legitimized by enlightened political elites. Marx paid much attention to the role of property to the economy (capitalism) while neglecting socialism. Thus, social conflict does not always cut across entire society. In addition, property relations do not deplete manifestations of power relations in society. 
In the context of this study, socio-conflict theory was the roadmap that helped to trap out the reality and existence of conflicts, sources and the mechanisms that has been used in making resolution in primary schools.
2.3 Empirical Literature Review
2.3.1 The Nature of Conflicts in An Organization
Conflict is a fact of life in organizations. Conflict is not something that is a concrete product but it lies in the minds of the people who are parties to it. It does become tangible when it exhibits itself in arguing, brooding, or fighting. The problem lies with the inability for people to manage and resolve it effectively. If managed effectively, conflict can be constructive. If not, conflict can be a destructive force in people and organizations (De Janasz, et al, 2006). Different literature points out various natures of conflicts that occurs within organization. These conflicts occur at the work place when two or more people disagree over issues of organizational substance and or experience some emotional opposition with one another.  The frequently natures of conflicts that existing in schools environment and that school heads need to know and learn how to manage them effectively (Mosha, 1994) includes the following; Intrapersonal conflicts a conflict which occurs as a result of internal pressure, this may arise when an individual is required to perform the task which is incompatible with his/her goals or value, Interpersonal conflicts, a conflict that occurs between two or more organization members at the same or different level it covers priorities and ways of doing things, Intra-group conflicts which occurs among members of a group they are associated with differences in values and orientations, Inter-group conflicts; occurs between two or more groups within an organization, caused by improper assignment of responsibility, limited resources or maintenance of department, Intra –organizational, this occurs within organization, due to incompatibility among various groups within an organization. Individuals are likely to form alliances to deal with one another in ways planned to attract support for their concern from other group members, Individual and institutional; occur between individual and organization. They are the result of incompatibilities between the expectation which are consistence with the goals of institution and the needs of individual within it (Mosha, 1994). However, Conflicts encompass several ingredients and occurs at several levels and appears in different forms and it has been observed that, most of the schools’ conflicts is between teachers and heads of schools, teachers and pupils, teacher to teachers or teachers and parents occurred often (Hakielimu, 2007: Mosha,2006: Champoux, 2003: Rahim, 2001). Like birth and death, conflict is a constant fact of life. It’s also a fact of the workplace, especially when you deal or interact with people. While disagreements and differing opinions are normal, even healthy, in work relationships, conflicts can cause your company productivity, money and employee satisfaction. Fifty-three percent of workers say they lost time at work worrying about a past or future confrontation with a co-worker (Bell, 2003). Nevertheless, Conflict is inevitable and often good and the conflict isn't the problem, it is when conflict is poorly managed that is the problem (Ghaffar, 2001). 
Meanwhile Chadwick (1995) identifies five factors associated with conflict which are, change, power, scarcity, diversity and civility. Mullins (1999) also identified factors such as individual differences, limited resources, departmentalization and specializations schools, inequitable treatment of staff, and violation of territory, environmental changes and communication. Studies have shown that the drive for the acquisition of power often causes conflict in schools. However, Horde and Sommers (2008) further explains that, power differentials often cause conflict in schools because those in power may push for more attention and struggle for higher social positions. According to Chadwick (1995), identified issues like resources, such as money, staffing and time may also cause conflict in school contexts. Diversity in the school community may result in conflict. Individual differences usually cause conflict among teachers because they do not accept their differences in respect of socioeconomic background, attitudes, personalities, values and expectations (Mullins, 1999). Differences in cultural practices may also cause conflict among teachers. A lack of civility often causes conflict among staff members in schools. If individuals are not treated with respect, equality and dignity, conflict may arise through a lack of participation by all staff members in decision making (Hord&Sommers, 2008). 
2.3.2 Management of Conflicts in Schools
Conflict is a basic social process; there is no plausible way of eliminating all conflict from an organization (woodland, 1990). In managing conflict, a key element is feedback, which can be used as an effective communication tool. Though, feedback is a key element in managing conflict many writers viewed different styles of managing conflicts in an organization as shown below.
Angela (2014) in the study an assessment of heads of schools’ strategies in managing conflicts in secondary schools in Kinondoni Municipality. The study focused on the strategies used by school heads in managing conflicts in secondary schools, in his finding he noted that the most strategies that are used by head of schools to handle conflicts among teachers, teachers and students, students among themselves in secondary school are competitive, collaboration, compromising, accommodating and avoiding. Through the findings Angela found  that there is no single strategy that can be used to manage conflict since every conflict depends on its nature, therefore in order to minimize conflicts in schools Angela suggested that, District Education Office should organize seminars and workshops aimed at improving rapport between heads of schools and their staff and building good working relations between them, Teachers, parents, school heads, pupils and the communities should be made aware of the long and short term negative effects of conflict on teaching and learning, the Guidance and Counseling Committees in the schools should be strengthened so that they can educate the pupils on better ways of handling conflict.
Dramani& Charles (2010) in their journal “managing workplace conflicts in the school environment” they describe conflicts as it provides opportunity to improve an organization therefore conflicts should not be eliminated or suppressed its symptoms, the task is managing conflict so that it enhances people and organizations, rather than destroying them. In managing workplace, they proposed different conflict management styles that can be employed which are;
Competing has variously been linked to sharks and has been explained that, by Nature, sharks have the need to win. This means that others must lose (win-lose situations). Another style is avoiding or withdrawal conflict management, further accommodating, is appropriate where there is the need of maintaining the relation is much more important than other considerations, however Compromising has been noted as necessary when important complex issues leave no clear or simple solution; all conflicting people are equal in power and have strong interests in different solutions lastly collaboration was mentioned where by the mediator have to view conflicts as problems to be solved and finding solutions agreeable to all sides (i.e. win-win). And this is said to be appropriate when there is the need to maintain relationships.
Pukkapan, (1999), identifies that, the most techniques used in conflict resolution is mediation and negotiation. These occurring in the school settings which are composed of different people with different generational gaps and that negotiation and mediation must be identified as the best strategies for mitigating conflicts. Mediation is structured process adopted for the solution of conflict between two or more individuals or groups whereas negotiation refers to the process where the people in conflict are brought face to face to each other and then with mutual consent of both the parties a solution is reached upon. 
Kipyego, (2013). Negotiation is one of the most common techniques for creating agreements during conflict situations. Although negotiation embroils more controlled communication than other conflict situations, the overall process is marked by greater ambiguity because of the stakeholders' lack of control over the outcome. Negotiations are sometimes inundated by drawbacks that might hinder any success in resolving the conflict situation. Aspects such as cultural factors and how they have a potential of hindering negotiations. Negotiators need to have an implicit understanding of cultural assumptions which are likely to determine how negotiators from different places perceive the world. “Lacking such knowledge, negotiators from different cultural backgrounds are likely to misunderstand one another and apt to engage in behavior that is unwittingly, offensive to the other: circumstances not conducive to constructive conflict resolution” 
Fleetwood (1987), viewed that, strategy of effective communication is also one of the best ways to resolve conflicts in an organization. Because it would make the group aware of the kind of communication which could lead to problem solving. Indeed, problem solving, appeal to superior organizational goals, prevention and avoidance, expression of opportunities and resources, use of authority and command, changing the structure of the organization and compromise as management strategies for resolving conflicts in organizations.
Johdi and Apitree (2012), Identifies conflict management strategies in many ways such as suppression, smoothing, avoiding, compromise, third part intervention, cooperation, democratic process, job rotation as well as confrontation. Other strategies included withdrawal or avoidance, which is one of the simplest of all conflict management styles. It means to do nothing in any conflicting situation; it assumes that by ignoring the conflict it will be resolved by itself.  Heads of secondary schools can utilize these styles when they perceive that; the parties involved regarding the issue is minor one, and when both parties require additional time to cool off. 
Robinson et al., (1991). Effective head of schools should have the qualities of managing teachers in various ways, in their book identifies five conflict solving strategies; which are smoothing, compromising, forcing, withdrawal and problem solving.  However, pin pointed out that, out of five strategies there are other branded techniques of dealing with conflicts in schools these techniques are; competitive, collaborative, compromising, accommodating and avoiding. These techniques differ in their degree of cooperativeness and forcefulness. School heads need to understand what is entailed in conflict management and need high conflict competence to be able to be effective in their schools.
Wheeler (1995) has identified five types of conflict management styles which includes Collaboration, according to Wheeler, and this style enables people to work together so that everyone can be a victory. In using this style people try to find a solution that will help everybody meet their interest and help everyone maintain a good relationship, this is supported by Nelson-Jones (1995) says that, the collaborative approach enables both parties to work as a team to prevent needless conflict and also to arrive at mutually satisfactory solution in real conflict; thus, neither of them attempts to impose his or her concern on the other. Further competing style as mentioned by wheeler (1995) described by Hayes (1996) indicates, people who adopt a competitive style try so hard to get what they want that they end up ruining friendships or relationships. Meanwhile compromising style as viewed by Whetten and Cameron (2005) that, compromise is try to have a partial satisfaction for both parties in the sense that both receive the proverbial “half loaf…” and this compels both parties to make sacrifices to obtain a mutual gain. also Wheeler’s (1995) mentioned Avoiding style as another strategy for conflict management with the concept that people who choose the avoiding style do not usually get involved in a conflict because such people accept whatever their opponent does in order to escape conflict as  it is emphasized by Bettmann and Moore (1994) that, the avoiding style encompasses a manners that is unassertive and uncooperative, as a result an individual chooses this style to stay out of conflict, ignore disagreements, or remain neutral. The avoiding approach might reflect a decision to let the conflict work itself out.  Lastly wheeler (1995) pointed out Accommodating style as another method for managing conflicts whereby Larson and Mildred (2000) indicate that this style involves a manner that is cooperative but not assertive and which may mean an unselfish and a long-term strategy to encourage others to cooperate or submit to the wishes of others. They describe those accommodators are usually favorably assessed by others but are also perceived as feeble and passive. Therefore, conflict is inevitable and often good and the conflict isn't the problem – it is when conflict is poorly managed that is the problem.
2.4 Theoretical and Conceptual Framework
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According to Smyth (2004) conceptual framework are structured from a set of broad ideas and theories that help a researcher to properly identify the problem they are looking at, frame their questions and find suitable literature. Most academic research uses a conceptual framework at the outset because it helps the researcher to clarify the relationship among the variables existing in the study.
Figure 2.1: Conceptual framework
Source: Researcher’s idea (2019)
CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter describes the research methodology of the study. It describes how the study was conducted. It is divided into the following sub-section such as, description of the study area, research approach, research design, target population, sample and sampling technique, data collection instruments and data analysis. 
3.2 Study Area
Figure 3.1: The map of Geita district
The study carried out at Geita district in two wards which are; Kalangalala and Kasamwa wards with a total of 8 primary schools. The researcher selected Geita district because has perfect knowledge about the area and that simplified the process of data collection. Hence facilitated the collection of viable data within a time frame, and avoided unnecessary costs.
3.3 Research Approach
The study employed qualitative approach which allows the collecting and analyzing data through qualitative way in a single study.  The advantage of this approach is based on the fact that, it has the power to provide stronger extrapolations and greater variety of divergent views on the issue studied (Creswell, 2002; Creswell 2007). 
3.4 Research Design
The study used a case study design, through this design helped in examining the nature of conflicts in primary schools and the mechanisms employed to handle the conflicts in primary schools in Tanzania. According to Cohen et al (2007), case study design enables the researcher to gather data at a particular point in time with the intention of describing the nature of the existing conditions. As a matter of fact, findings using this design enabled the researcher to answer the key questions of this study.
3.5 Target Population
Target population means the full set of cases from which a sample is taken (Kombo et al 2006; Saunders et al, 2009).  The target population in this study included primary school teachers, head teachers, pupils, school board chair persons and community members around the schools. These were the potential people who provided necessary information like the nature of the conflicts and mechanism used to resolve the conflicts in primary schools when they arouse.
3.6 Sampling Techniques and Sample Size
3.6.1 Sampling Techniques
Sampling refers to the selection of subset of elements from large group of subjects (Kothari, 2004). The study applied simple random sampling and purposive sampling where by, the respondents were selected to answer questions based on the nature of conflict in primary schools and mechanisms used to resolve them.
3.6.2 Sample Size
Sample refers to a subset of units selected from a large set of the same unit (Kothari, 2004; Yin, 2006). A small sample helps to provide data for use in estimating the characteristics of the large set. The size of sample should neither be exclusively large nor too small (Triola, 2001). It should be optimum in order to fulfill the requirements of efficiency, representativeness, reliability and flexible (Kothari, 2004). A sample is cost, time and labor efficiency (Kombo and Tromp, 2006). The study included 40 primary school teachers, 40 pupils, 8 head teachers, 8 school board chairpersons and 8 Community members. The total number of 104 respondents from the study area were involved. This number was appropriate enough to offer information concerning the nature and mechanisms employed for managing conflicts in primary schools.
3.7 Data Collection Methods
This study applied interview as main tools for data collection. The method is popular used in collecting data in research survey (Kothari, 2004). This method helped to collect the required information. Interview is basically about asking questions and receiving answers. It is a way of accessing people’s perception, meaning and definitions of situations and construction of reality (Enon, 1998). Interview was conducted to primary school heads, school board chairperson, pupils, head teacher and community members. Through interviews, the researcher was able to ask questions related to the mechanisms used to resolve conflicts in primary schools. Since the interview method is quite flexible it was easily adapted to a variety of situations. 
3.8 Data analysis
Analysis of data is a process of inspecting, cleaning, transforming and modeling data with the goal of highlighting useful information, suggesting conclusions, and supporting decision making (Dey, 1993; Kothari, 2004).  Only Descriptive data analysis was applied to obtain the genuine facts on the issue.
3.9 Validity and Reliability
Validity means a true claim, whereas reliability means the capacity of a measure to reproduce a set of observations of a stable universe (Mugenda and Mugenda, 2003). Thus, validation is the process of the verifying correctness of the research instruments the researcher proposes to use for data collection. On the other hand, reliability is a measure of the degree to which a research instrument yields consistent results or data after repeated trials.  Denzin (1970) argues that the use of different methods by a number of researchers studying the same phenomenon, if their conclusions are the same should lead to a greater validity and reliability of a study than a single methodological approach. This study therefore employed multiple data collection methods, namely, interview, questionnaire and review of documents.
Few respondents were interviewed by the researcher to validate answers given in the questionnaire. Questionnaires were validated by the help of the supervisor. In order to obtain reliable data; the researcher designed a questionnaire through a series of revisions under the guidance of the supervisor to ensure high quality data collection. To measure reliability, the researcher used a checklist of questions to get data consistency and completeness from respondents.
3.10 Ethical Consideration
The researcher considered the research values of voluntary participation, anonymity and protection of respondents from any possible harm that could arise from participating in the study. Thus, the researcher introduced the purpose of the study and not for any other hidden agenda by the researcher and requested the respondents to participate in the study on a voluntary basis and refusal or abstaining from participating is permitted. The researcher also assured the respondents of confidentiality of the information given and protection from any possible harm that could arise from the study since the findings are to be used for the intended purposes only
CHAPTER FOUR
PRESENTATION OF THE FINDINGS AND DISCUSSION
4.1 Introduction
This chapter presents the data collected from the study as prescribed according to the objectives set in chapter one. The first part presents the preliminary information of respondents (Demographic information) and the second part presents the findings of the study.


4.2 Demographic Information of the Respondents
The interview guide enabled the researcher to collect information from teachers, head teachers, pupils, school board chairpersons and community members. The following are data presented demography information of respondents involved in the study. Age and Education level, Gender.

4.2.1 Age and Education Level of the Respondents
The researcher was of interest to know the age and education level of the respondents involved in the study in giving information. From the findings it was found that respondents with certificate level were 32(31.4%), Diploma 21(20.6%), Degree 6 (5.8%), Masters 3(2.9%) and those with primary level were 40(39.2%). Meanwhile respondents with the age ranging from 10-20 were 40(39.2%), 20-30 were 36(35.3%), 30-40 were 21(20.6%), 40-50 were 3(2.9%) and 50-60=2(2%). From the data above it can be concluded that most of the respondents in exception of pupils in Geita district possessed certificate and diploma and few of them degree and masters. Furthermore, the big number of the respondent their age ranged from10-20 years, 20-30years and 30-40years but few of them were above 40years. Table 4.1 indicates.
Table 4.1: Showing age and education level of the respondents
	Age  
	Subjects  
	%
	Education level
	Subjects
	%

	10-20
	40
	39.2
	
	Masters 
	03
	2.9

	20-30
	36
	35.3
	
	Degree 
	06
	5.9

	30-40
	21
	20.6
	
	Diploma 
	21
	20.6

	40-50
	03
	2.9
	
	Certificate 
	32
	31.4

	50-60
	02
	02
	
	Primary education 
	40
	39.2

	Total 
	102
	100
	
	TOTAL 
	102
	100


Source: Field Data (2019)
4.2.2 Gender
The study comprised of 104 subjects, where by male teachers were 20(19.23%) and female were 20 (19.23%), male pupils were 20 (19.23%) and female 20(19.23%), male head teachers were 06(5.77%) and female 02(1.92%), male community members were 04(3.85%) and female 04(3.85%), male school board chairpersons were 06(5.77%) and female 02(1.92%). The aim of making gender Inclusion in the sample study was to minimize the biasness that may happen during data collection. Table 4.2 indicates.
	Teachers    
	%
	Pupils
	%
	H/Teachers
	%
	Board CP
	%
	CM
	%

	M
	20
	19.23
	M
	20
	19.23
	M
	06
	5.77
	M
	06
	5.77
	M
	04
	3.85

	F
	20
	19.23
	F
	20
	19.23
	F
	02
	1.92
	F
	02
	1.92
	F
	04
	3.85

	Total
	40
	38.46
	
	40
	38.46
	
	08
	7.69
	
	08
	7.69
	
	08
	7.7


 Table 4.2: Respondents categories by gender and percentages
 TA \l "Table 4.1.respondents categories by gender and percentages" \s "Table 4.1.respondents categories by gender and percentages" \c 1 Source: Field Data (2019). KEY: % =Percentage, CM=Community members, CP= Chair person
4.3 The Nature of Conflicts at School Environment
The first objective of this study catered on analyzing the nature of conflicts in primary school environment.in order to get the nature of conflicts in primary schools, three questions were developed in interview guide. The questions were; have you encounter with any conflicts at school? Which kind of conflicts rises frequently at your school? What do you think were the causes of conflicts?
4.3.1 Encountering of Conflicts at School Environment
The respondents were requested to indicate (YES/NO) if they have witnessed conflicts in the school Environment and the responses were as indicated in table 4.3, below.
Table 4.3: Encountering of Conflicts at school environment
	Responses 
	Frequency
	Percentage

	Yes 
	87
	83.7

	No 
	17
	16.3

	Total 
	104
	100.0


Source: Field Data (2019).
From the data above 83.7% of the respondents had witnessed incidences of conflict in their school environment while 16.3% did not observe any form of conflict within their school environment. This inferred that, conflict occurrences are common in primary schools as highlighted by many school stakeholders. Meanwhile those who opted No can be are those who were fulfilling their duties, laws and regulations as directed to be observed in school environment.
4.3.2 Kind of Conflicts Rises Frequently in Primary Schools
In responding to the kinds of conflicts that occurs frequently, respondents were asked to mention regarding to their experiences. The following were the responses;
Table 4.4: Kind of conflicts rise frequently in primary schools
	SN
	Kind of conflict
	Frequency
	Percentage

	01
	Between teachers and pupils
	22
	21.15

	02
	Between pupils themselves
	41
	39.42

	03
	Staffs and administration at school level
	09
	8.65

	04
	Staffs and community members
	03
	2.88

	05
	Between staffs and employer 
	29
	27.88

	Total  
	104
	100.0


Source: Field Data, (2019)
Given the data in the table 4.4 revealed that, the kind of conflicts rise frequently in primary schools were; teachers and pupils 22(21.15%), between pupils themselves41 (39.42%) staffs and administration at school level 09 (8.65%), staffs and community members 03 (2.88%) and staffs versus employer 29 (27. 88%). basing on the findings from the field, conflict between teachers and pupils are caused by absenteeism of pupils at school, writing notes, not doing class exercises and home works. And also coming late at school. One of the teachers contended that; 
“……...wanafunzi wangu nagombana nao sana kwenye somo langu la hisabati wengi wao hawapendi kufanya mazoezi……….”   
this can be translated as; I always inter into conflict with my pupils because they are lazy in doing class exercises (Translation mine). Furthermore, conflict between pupils themselves (39.42%) and conflict between staffs and employer (27.88%) were most noted, the conflict between pupils themselves were caused by steeling of school personal properties like; mathematical sets, books, exercise books and sports and games issues. Also conflicts between staffs and administration at school level were noted to be caused by preparing of lesson plans, attending late at working station, Different perceptions of the same issue, lack of transparency, favoritism, allocation of the administrative tasks and improper communication. Meanwhile conflict between teachers/staffs and employers were caused by, insufficiency resources, lack of clear and formal procedures which led to poor fulfillments of responsibilities and some directives given from the employers. One of the teachers argued that; 
“……. tunapokea maelekezo mengi mno mpaka yametuchosha na tumeyazoea hata hatuyatimizi sasa….” translated as; we receive many directives to the extent that we are tired to hear them………. (author’s Translation).
This indicates that, teachers they are tired of many responsibilities given by their employers to preform and which are additional to their normal works. Finally conflicts between Staffs and community members as occupied (2.88%) was the least mentioned by respondents with the reason that, pupils sometimes lack care and guidance from teachers to the extent that they go to community member to take some properties like groundnuts and cassava. The finding above under this objective collaborates with (Mosha; 2006: Champoux, 2003 & Rahim, 2001). Argued that, however Conflicts encompass several ingredients and occurs at several levels and appears in different forms most of the schools’ conflicts is between teachers and heads of schools, teachers and pupils, teacher to teachers or teachers and parents, this occurs often due to different reasons like attending late at working station, Different perceptions of the same issue, lack of transparency, favoritism, and improper communication. Furthermore, conflict between staffs and employers were caused by, insufficiency resources, lack of clear and formal procedures.
4.4 Experiences of School Stakeholders in Managing Conflicts in Primary School
The second objective of this study was to evaluate the experiences of school stakeholders in managing conflicts in primary school. In order to obtain the responses on the experiences for school stakeholders in managing conflicts the following questions were asked. 
Have you participated in resolving conflicts at this school? YES/NO, what are the ways you used to resolve such conflicts? Have you attended any training related to conflict management? YES/NO.
4.4.1 Participation of School Stakeholders in Resolving Conflicts at School
In responding the above item respondents were requested to indicate (YES/NO) if they have participated in conflict resolution at school Environment and the responses were how indicated in table 4.4 below. 
Table 4.5: Participation of school stakeholders in resolving conflicts at school
	S/N
	 School stakeholders
	YES
	%
	NO
	%

	01
	Head teachers
	08
	7.7
	00
	00

	02
	Teachers 
	32
	30.8
	08
	7.7

	03
	Community members
	02
	1.9
	06
	5.8

	04
	Pupils 
	28
	26.9
	12
	11.5

	05
	School board chairpersons
	06
	5.8
	02
	1.9

	Total 
	76
	73.1
	28
	26.9


Source: Field data, (2019).
According to Table 4.5, the majority of the respondents 76(73.1%) opted YES, agreed with the fact that they have participated in conflict resolution at school. For that case we can say they have experience in resolving conflicts. Yet minority 28 (26.9%) of the respondents opted No, that they have never involved in conflict resolution at school. This was an indication that solving of conflicts at school levels involves stakeholders like teachers, pupils, school board members and community depending on the nature of conflicts. Furthermore, the data above indicates that, some stakeholders are not involved in conflict resolution these might be are the one who were found absent at the point of resolving conflicts.
4.4.2 The Ways Used to Resolve Conflicts in Primary Schools
In exploring the ways used in resolving conflicts, respondents were required to mention the ways according to their experiences. The following were the responses (table 4.6); 
Table 4.6: Responses on the ways used for conflict resolution in primary schools
	 TA \l "Table 4.5 responses on the ways used for conflict resolution in primary schools" \s "Table 4.5 responses on the ways used for conflict resolution in primary schools" \c 1 S/N
	Ways used to resolve conflicts
	Frequency
	Percentage

	01
	Class meeting and School Baraza
	38
	36.5

	02
	Teachers’ meetings 
	32
	30.8

	03
	Effective communication
	08
	7.7

	04
	Ignoring and keeping silence
	06
	5.7

	05
	Use of power 
	20
	19.2

	Total 
	104
	100.0


Source: Field Data (2019).
According to table 4.6 above, (36.5%) of respondents indicated that, class meetings and school Baraza are the most strategies used for conflict resolution, this followed by teachers’ meetings as occupied (30.8%). Also, the use of power was mentioned as it occupied (19.2%) of all respondents. Moreover, effective communication (7.7%), ignoring and keeping silence (5.7%) were the least mentioned by the respondents. Therefore, basing on the findings it is meaningful to say that, school stakeholders are aware with some ways of resolving conflicts and therefore there is no common ways used in resolving conflict in primary schools as it has been found, for that case different conflict are handled in different ways depending on its nature and all ways seemed to be successfully. 
4.4.3 Training Related to Conflict Management
Basing on this item of question, the respondents were required to accept by opting YES if they have attended any training related to conflict management, also those who have not attended were required to opt NO as indicated in table 4.7 below; 
Table 4.7: Training related to conflict management
	S/N
	 School stakeholders
	YES
	%
	NO
	%

	01
	Head teachers
	08
	7.7
	00
	00

	02
	Teachers 
	12
	11.5
	28
	26.9

	03
	Community members
	00
	00
	08
	7.7

	04
	Pupils 
	04
	3.8
	36
	34.6

	05
	School board chairpersons
	05
	4.8
	03
	2.9

	Total 
	29
	27.9
	75
	72.1


Source: Field data, (2019)
The majority of the respondents 75 (72.1%) indicated that, they have not attended training related to conflict resolution. And the rest 29(27.9%) of respondents agreed that they have attended training related to conflict management. According to this data most of the stakeholders have no any training related to conflict resolution though are the main actor in conflict resolution. This indicates that, they are participating in conflict resolution through their experiences and understandings only. Meanwhile those who said they have participated in conflict resolution are the head teachers and School board chairpersons, this might be because of their position they have at school, pupils and staffs (teachers) who have reserved training are very few this probably there is no programs for enriching conflict management strategies to these groups. Furthermore, community members seem to have no idea with training related to conflict management. Generally, this can be summarized that, some education stakeholders have experiences and knows some strategies for conflict resolution. Although the findings indicate that there is the need for undertaking training program related to conflict management to primary school stakeholders. The finding under this study were in line with Angela (2014) in the study an assessment of heads of schools’ strategies in managing conflicts in secondary schools in Kinondoni Municipality. He noted that the most strategies that are used by the heads of schools were; competitive, collaboration, compromising, accommodating, proper communication and avoiding. Further (Fleetwood,1987). Supports that, strategy of effective communication is also one of the best ways that has been used by teachers to resolve conflicts in their working area and other organization, therefore from these we can point out that, school stakeholders have experiences in managing conflicts and they are using different techniques according to their nature.
4.5 Exploring of Experiences of School Leaders in Conflicts Management at School Level
The last objective of the study anticipated at exploring of experiences of school leaders   in managing conflicts at school level in primary school in Geita District. In order to get the responses on experiences of school leaders in resolving conflicts, three questions were developed; have you attended any training related to conflict management? YES/NO, If YES above, as a leader how many conflicts have you come across a/None, b/1-5, c/5-10, d/10 Above, did you resolve the conflicts on your own?  YES/NO and If no, did you get any support from other teachers? 
On responding to the questions that asked have you attended any training related to conflict management? Respondents were required to opt for ‘yes’ or ‘no’. Through the findings most of the respondents opted Yes about 68(65.4%) of all respondents. Indeed, about 36(34.6%) opted for No, this can be evidenced from some of the respondents who contended that;
Respondent 1: (Head of school):
I have attended one seminar which was organised by TSC; it was about conflict resolution in schools 
Respondent 2: (Head of school):
we always held some meetings with our head of department to discuss some issues that may bring conflicts in our working area and we expose ourselves to strategies that can help to escape from conflicts. 
Respondent 3: (Head teacher): I attended short course for management and administration in 2011 at Butimba TTC.
Through these findings it is meaningful to say that; some leaders in primary schools are attending seminars and various training related to conflict management and few of them still yet to get any training, these might be are leaders with few days in position.
On responding to the question that asked; how many conflicts have you come across-(a) none, (b)1-5, (c)5-10, (d)10 above. Through the findings most of the respondents they have experienced 10 above conflicts in their working environment which is about (75%) But few of them mentioned (b) 1-5 conflict they experienced in their working area which is equivalent to (25%). Furthermore, those who didn’t experience any conflict in their working areas were 0(00%) Therefore this indicates that school leaders were encountering with many conflicts in their working stations hence there is the need of imparting them with knowledge for conflict resolution. Lastly the researcher wanted to understand if school leaders were resolving conflicts individually or they seek for assistance from other colleague and the question; Did you resolve the conflicts on your own?  YES/NO and If no, did you get any support from other teachers?  Was asked. Basing on this question it was revealed that, some conflicts were resolved by a leader herself or himself, and some by involving group of leaders where necessary. As one of the head teachers contended that: 
‘………. Shuleni kwangu niliyokutana nayo ni mengi japo haitokei mara kwa mara na tulitatua kwa kushirikiana na walimu kwakutumia vikao vya kawaida shuleni…………’
Translated as; I met with many conflicts at this school, but I always involve teachers through meetings to resolve them ………. (My translation). 
This collaborates with (Wheeler, 1995) as identified that the effective conflict management styles include Collaboration, according to Wheeler, this style enables people to work together so that everyone can be a victory. In using this style people try to find a solution that will help everybody meet their interest and help everyone maintain a good relationship, this is  also supported by Nelson-Jones (1995) says that, the collaborative approach enables both parties to work as a team to prevent needless conflict and also to arrive at mutually satisfactory solution in a real conflict; Through this basing on the findings we can generally say that, teachers they do take action quickly to respond to the conflicts collaboratively once they happen by calling meetings to discuss and came up with agreed solution.
CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 1ntroduction
This chapter provides the summary of the study findings, conclusion, and recommendations for further studies. The recommendations of the study specifically based on the findings, empirical studies, and literature review.
5.2 Summary of Major findings
The aim of this study was to analysis the mechanisms used to handle conflicts in selected primary schools in Geita District. Through the use of case study design the data were collected through interview. The findings disclosed that, primary schools’ experiences conflict between teachers themselves, between teachers and pupils, between pupils themselves, Staffs and administration at school level, Staffs and community members and between staffs and employer. The factors that were cited to be the causative of conflicts among these group are; laziness in doing class exercises, steeling of school personal properties like; mathematical sets, books, exercise books and sports and games issues, preparing of lesson plans, attending late at working station, Different perceptions on the same issue, lack of transparency, favoritism, allocation of the administrative tasks and improper communication. Insufficiency resources, lack of clear and formal procedures.
According to the findings, the study found that; the most used mechanism to resolve the conflicts by school stakeholders (teachers, head teachers, community members and pupils) in primary school are, class meeting and School Baraza, Teacher’s meetings, Effective communication, Use of power, Ignoring and keeping silence. In addition, the study revealed that, most of the stakeholders have no any training related to conflict resolution though are the main actor in conflict resolution. These indicates that, there are participating in conflict resolution through their experiences and understandings only. Further mores the study indicates that; head teachers only and school board chairperson have participated in formal training for conflict resolution. Also, community members seem to have no idea with training related to conflict management. In general, this can be summarized that, some education stakeholders have experiences and knows some strategies for conflict resolution.
5.3 Conclusion
According to the results from the study, can therefore be concluded that, conflict occurrences are common in primary schools and the most frequently conflicts are between teachers and pupils, between pupils themselves and between staffs and employer. Indeed, experience of school stakeholders in managing conflicts it seems to be successfully. However, on the case of exploring of the experiences of school leaders in conflicts management the data revealed that, teachers and school board chairperson reserved conflict management training. Although trainings are offered in rare cases but were advantageous in their leadership.
5.4 Recommendations for Policy Action
Having analyzed the collected data, the presented findings on chapter five and conclusion, this part of the research report presents the proposed recommendations of the findings as outlined below: 

· As it has been noticed that within the school environment diversity of conflict arise due to heterogeneity of the society. Teachers in school are expected to handle only conflicts that relate to pupils for enhancing effective learning, therefore other conflicts that may be linked to school setting affects the process of teaching and learning. Therefore, it is recommended that Seminars, training and workshops should be provided for improving rapport between heads of schools and their staff and building good working relations between them and to acquire leadership skills and conflict resolution strategies so as to improve their managerial effectiveness. 

· Following the observed nature of conflict that occurs more frequently in the school environment. The ways of handling conflict vary depending on the nature of conflicts. Therefore, it is recommended that, some conflicts may not be handled formally, while others may be handled formally so as to provide rooms for teachers and heads of schools to concentrate on constructive activities rather than destructive issues.  

· The study therefore recommends that, training, seminars and workshops are required, head teachers of the public primary school need a broad knowledge of the managerial skills such as conceptual skills, technical and human/ social skills to enable them manage their school effectively and handle conflicts effectively. 

5.4 Recommendation for Further Research
According to findings of this study some gaps have been seen and needs further research.
· Assessment on the ability of primary school head teachers in conflict management
· Involvement of pupil’s leaders in managing conflicts in primary schools.
· Assessment on the presence of regular training of conflict management in primary schools 
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APPENDICES
APPENDIX I: Interview Guides for Teachers
 Sex: Male ( ) Female ( )   
Questions 
1. 1.have you encounter with any conflicts at school? 
2. What do you think are the causes of conflicts at this school?..................................
……………………………………………………………………………………...
3. Have you participated in resolving conflicts at this school………………………..
4. What are the ways you used to resolve such conflicts?............................................
……………………………………………………………………………………...
5. Have you attended any training related to conflict management? YES/NO 
6. If YES above, how many conflicts have you come across a/None, b/1-5, c/5-10, d/10 Above……………………………………………………………………….... Did you resolve the conflicts on your own?  YES/No……………………………...
9. If no, did you get any support from other teachers?...................................................
Thank You in Advance
APPENDIX II: Interview Guide for Head Teachers
Sex: Male ( ) Female (  )   
Questions  
1. What are the key areas that cause conflicts at your school?
2. In your school which kind of conflicts occurs frequently.........................................
3. Which strategies are you using in managing conflicts in your school?………........
4. Which strategic methods have you found are more friendly in managing conflicts in your school?……………………………………………………………………..
5. Have you attended any training relating to conflict management?………………
……………………………………………………………………………………

6. As a leader how many conflicts has you managed within a month? a/ None, b/1-5, c/5-10, d/10 Above……
7. Do conflict managed ended up at school level? YES/NO…………………......
8. If NO above, state where conflicts were ended…………………………......
Thank You for Your Concern
APPENDIX III: Interview Guide for School Board Chairperson
Sex: Male (  ) Female (  )   
Questions  
1. As a school board chairperson have you encounter with any conflict at the school? YES/NO…………
2. Which kind of conflict did you encounter?...............................................................
3. What were the causes of the conflicts?.....................................................................
4. As a chairperson of school board did you involve in resolving the conflicts that occurred? YES/NO
……………………………………………………………………………………
5. If yes, which strategies did you use to resolve the conflicts?……………………
6. Were those strategic ways used successful?.............................................................
7. How many conflicts have you involved in resolving? a/None, b/1-5, c/5-10, d/10 Above……….
8. If Yes. Do conflict managed ended up at school level? Yes/No………………………………………..………
9. If No, state where the conflicts were resolved.?......................................................
Thank You for Your Concern
APPENDIX: IV: Interview Guides for Community Members
Sex: Male (  ) Female (  )   
Questions  
1. Have you incurred conflict with teachers at this school? YES/NO…………………………….................
2. What were the causes of the conflicts?....................................................................
3. As a neighbor have you ever seen any other community member having conflicts with teachers?……………………………
4. Have you ever seen teachers resolving conflicts at this school?  Yes/No…………………...
5. Have you involved in any conflict resolution at this school?...................................
6. Which ways have you applied to resolve the conflict?.............................................
7. Do you think there were any difficulties in resolving conflicts?..............................
8. Have you seen teachers are involving non teachers in resolving conflicts at school?.................................
9. Do you think the ways used brought harmony to all parties?...................................
Thank you for your concern
APPENDIX V: Interview Guide for Primary School Pupils
Sex: Male (  ) Female (  )   
Questions  
1. Have you come across conflicts with teachers? YES/NO……………………………...........
2. If yes what were the causes of conflicts?..............................................................
3. For how long these conflicts existed?...................................................................
4. How did you resolve the conflicts with teachers?.................................................
5. Apart from you have you involved other pupils in resolving the conflicts?
6. Do you have any training for resolving conflicts?................................................
7. Have you seen teachers resolving conflict at school?...........................................
8. Are the school leaders such as prefects are involved in resolving conflicts? Yes/No…………..
9. How many conflict have you seen student leaders are involved in resolution? a/None b/1-5,   c/5-10. d/10 Above……………………….
Thank you for your concern
Appendix VI: Ethical Consideration
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MECHANISMS USED TO HANDLE CONFLICTS IN PRIMARY SCHOOLS





Experiences of managing conflicts in schools


Competitive


Collaboration, Compromising,


Accommodating 


Avoiding.








Nature of conflicts


Teachers to administration


Teachers versus teachers


Teachers versus pupils


Teacher versus parents  








Results of managing conflicts


Peace and harmony in an organization


Increase in awareness and work performance











