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[bookmark: _Toc208371462]ABSTRACT
This study explored school management strategies for addressing conflicts among teachers in public secondary schools, with a focus on Bunda Town Council in the Mara Region. The objectives were to identify major causes of teacher conflicts, examine conflict management strategies employed by school heads, and to assess the adequacy of the training provided to head of schools in resolving teachers’conflict. A mixed-methods approach under the pragmatism paradigm was employed, using a convergent design. Data were collected from 83 participants, including education officers, headteachers, and teachers, selected through purposive and simple random sampling techniques. Interviews and questionnaires were used as data collection instruments. Quantitative data were analyzed descriptively using SPSS version 20, while qualitative data were analyzed through content analysis. Findings showed that school heads commonly used strategies such as mediation, negotiation, collaboration, counselling, impartiality, and fair decision-making to manage conflicts and maintain a positive teaching and learning environment. However, many school heads lacked formal training and necessary skills in conflict resolution and relied instead on personal experience and leadership skills. Despite of inadequacy training, many heads of schools managed conflicts effectively using their own knowledge and approaches. The study concluded that while school heads generally apply effective conflict management strategies, the absence of systematic training limits their effectiveness. It recommends that school heads adopt proactive measures to prevent conflicts and use appropriate resolution techniques when conflicts arise. Additionally, the government, through District and Regional Education Officers, should provide regular professional development and capacity-building programs particularly to new appointees head of schools to enhance them with essential skills for teachers’ conflict management competencies.
KEYWORDS:School,Management Strategies, Teachers Conflicts,Public Secondary  
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[bookmark: _Toc201050074][bookmark: _Toc208371467]INTRODUCTION
1.1 [bookmark: _Toc201050075][bookmark: _Toc208371468]Introduction
This chapter presents the background of the study on school management strategies for managing conflicts among secondary school teachers. It also addresses the problem background, the problem statement, the study's significance, and the study's objectives.

1.2 [bookmark: _Toc201050076][bookmark: _Toc208371469]Background to the Problem
Effective conflict management among secondary school teachers is essential for maintaining a harmonious work environment and ensuring teaching practices that support students’ academic and personal growth. Conflict, defined as a disagreement or disharmony between individuals or groups, often arises when people perceive their interests, values, or goals as incompatible (Mlay & Otieno, 2023). Like any complex organization, schools consist of individuals with diverse backgrounds, beliefs, and expectations, making them naturally prone to conflict, especially where collaboration and frequent interaction are vital.

The daily operations of schools, from curriculum delivery to administrative duties and coordinating extracurricular activities, demand constant communication and cooperation among staff members. Such interactions, particularly in high-pressure settings with limited resources and high expectations, can sometimes lead to misunderstandings or disagreements between teachers and school leaders (Smith & Johnson, 2020). These unresolved conflicts can seriously disrupt the school climate by eroding trust, weakening teamwork, lowering teacher morale, and harming students’ academic performance. Prolonged unresolved conflicts may also result in absenteeism, burnout, and high teacher turnover, further destabilizing the school system.

On the other hand, timely and effective conflict resolution fosters a positive teaching and learning environment. It encourages mutual respect, strengthens professional relationships, and promotes a culture of open communication and collaboration. Schools that proactively address conflicts tend to have more engaged teachers, more decisive leadership, and higher student achievement. As Ramirez and Goldstein (2022) highlight, constructive conflict management supports academic success and builds a cohesive and supportive school community where all stakeholders can thrive.

Conflicts among teachers in secondary schools arise from various factors, including differences in teaching methodologies, curriculum preferences, competition for limited resources, classroom management styles, and personal interactions (Briggs, 2022). Additionally, Lumenyera (2017) found that many conflicts involving school heads, teachers, and students stem from poor communication, the imposition of strict deadlines, differing perceptions on managing school issues, and authoritarian leadership by school heads. Similarly, Ignace (2014) identified a lack of conflict management skills and the use of dictatorial approaches by school administrators as major contributors to inter-staff conflicts.
Effective management of conflicts in secondary schools is essential to foster a healthy, vibrant, and trustworthy organizational climate that supports teaching and learning. Isabu (2017) emphasized that school leaders must be equipped with various conflict resolution strategies to promote harmony, ensure smooth daily operations, enhance academic excellence, encourage teamwork, and improve teacher retention. It is equally important for teachers to actively engage in managing conflicts to maintain a harmonious work environment conducive to effective education.

There are number of studies worldwide that highlight the existence of conflicts among the secondary school teachers in various contexts. For stance, In United State of America (USA) there was an existence of several conflicts in schools in state of California which was associated with racial segregation, discrimination, and prejudice in California schools (Kerzner, 2018). This means that conflicts among teachers remain a significant barrier to delivering quality education to students. In the same vain, Catana (2015) reported that teacher conflicts in Romania adversely affected the academic performance of secondary school students. In Malaysia, Salleh (2013) identified inadequate resources, financial constraints, poor facilities, heavy workloads, and dissatisfaction with school management as key sources of conflict among teachers. Additionally, a study conducted by Soner (2016) in Turkey indicated the conflicts among the teachers in a country acted as a major factor in contributing poor education provided to the students. Ultimately, these conflicts diminish students' access to quality education and the essential support they need to succeed.
The issue of conflict among secondary school teachers is widespread across many African countries, as evidenced by various scholarly studies. In South Africa's Western Cape Province, Themane (2021) found that conflicts among secondary school teachers increased job-related stress, low job satisfaction, and a weakened sense of community within schools. Similarly, Eneje (2021) in Nigeria identified several key factors contributing to school conflicts, including poor leadership, ineffective communication systems, inadequate learning environments, insufficient funding, and student misbehaviour. These conflicts disrupt professional relationships among teachers and negatively affect the school climate, reducing teaching effectiveness and poorer student academic performance.

In Kenya, Kilonzo and Ivita (2019) revealed that conflicts among secondary school teachers stem from differences in perception, communication breakdowns, authority structures, and varying attitudes. Their study also noted a high frequency of such disputes, which correlated with poor service delivery and disappointing performance in secondary schools. Likewise, Kakeeto (2014) in Uganda linked ongoing teacher conflicts to low academic achievement among students. These findings highlight the detrimental impact of teacher conflicts on the quality of education across the region.

Tanzania is not exempt from this challenge, with numerous reports of conflicts among secondary school teachers. For example, Lumenyera (2017) found that in Ilala-Dar es Salaam, resource scarcity, poor leadership, and lack of leadership skills were primary causes of school conflicts. These conflicts bred mistrust among staff, hindered cooperation, and led to declining academic performance. Similarly, Mwakasege and Komba (2018) identified comparable issues in the Mbeya region, noting that heavy workloads, especially for teachers handling extracurricular activities, increased burnout and conflicts among colleagues.  Additionally, Mlozi and Nzima (2021) reported that schools in the Dodoma region with cultures of mistrust, poor communication, and a lack of collaborative decision-making were more susceptible to teacher conflicts. 

The Ministry of Education and Vocational Training (2020) also emphasized that teacher shortages contribute significantly to disputes, as understaffed schools often rely on temporary or unqualified teachers, fostering resentment and competition among staff. Furthermore, Matenga (2014) pointed out a gap between school administration and staff, where some workers remained uninformed about critical issues such as school expenditures, resulting in misunderstandings and conflict between staff and administrators. While conflicts in schools are somewhat inevitable given the day-to-day interactions between teachers and management, it is crucial to address these disputes promptly to maintain a harmonious work environment conducive to staff well-being and quality education for students.

Tanzania's education sector has implemented several initiatives to manage and reduce conflicts among secondary school teachers. Key efforts include on-the-job training, capacity building, and introducing incentive programs focused on negotiation and mediation strategies for conflict resolution (Anna, 2022). Additionally, the government established the Teachers Service Commission (TSC), which regulates the teaching profession, improves teachers' welfare, and disciplines misconduct according to the Code of Conduct and Ethics outlined in Section 11(1) of the Public Service Act. The TSC also provides structured mechanisms for conflict mediation (Teachers Service Commission, 2016). Despite these efforts, conflicts among secondary school teachers persist, indicating the ongoing need for effective conflict management strategies.

Bunda Town Council has also experienced conflicts among secondary school teachers. For instance, the Teachers Service Commission (TSC) office reported seven cases of conflict from various secondary schools in 2021 (Bunda TSC report, 2021). Many of these disputes occurred between school heads and teachers, leading to a decline in the quality of teaching and learning environments for students. These conflicts also caused misunderstandings between staff members and school management, weakened teachers' morale in delivering educational services, and fostered bias and mistrust among teachers. 

In 2022, the situation worsened, with nine reported cases primarily involving conflicts among staff members (Bunda TSC report, 2022). These disputes resulted in a lack of creativity and willingness to perform duties, poor classroom attendance, diminished commitment to teaching, and reduced cooperation among staff. Conflicts within the school setting seriously negatively affect academic and social affairs. Therefore, urgent and effective interventions are necessary to ensure the smooth running of school activities.

1.3 [bookmark: _Toc201050077][bookmark: _Toc208371470]Statement of the Problem
The prevalence of conflict among secondary school teachers in Tanzania has emerged as a significant challenge that requires comprehensive and strategic interventions from school management. Effectively addressing these conflicts creates a conducive teaching and learning environment that promotes student achievement, teacher collaboration, job satisfaction, and the overall success of the school community (Ramirez & Goldstein, 2022).

Conflicts among teachers in secondary schools can undermine the learning environment and negatively affect academic performance (Miller & Thompson, 2022). Studies show that the existence of conflicts among teachers disrupts collaboration and reduces teaching quality, leading to decreased student outcomes (Robinson & Lee, 2023). It has been noted that if left unresolved, such conflicts can result in hostility within the school community, teacher attrition, negative impacts on academic performance, damage to school property, and a tarnished school image.

Despite government efforts to minimize conflicts among secondary school teachers such as improving infrastructure, enhancing human resources through on-the-job training, organizing seminars and workshops to strengthen teachers’ communication and conflict resolution skills, providing incentives, and establishing conflict mediation teams—conflicts persist. This indicates a need for further investigation into the effectiveness of school management strategies in resolving teacher conflicts.
Therefore, this study aims to examine the school management strategies employed in managing conflicts among secondary school teachers in the Mara Region, specifically within Bunda Town Council.

[bookmark: _Toc201050078][bookmark: _Toc208371471]1.4.1 General Objective of the Study
This study investigated the school management strategies used to manage conflicts among teachers in public secondary schools in Bunda Town Council, Mara Region.

[bookmark: _Toc201050079][bookmark: _Toc208371472]1.4.2 Specific Objectives
The specific objectives of this study were to:
i. Assess the major causes of teachers’ conflicts in public secondary schools within Bunda Town Council.
ii. Examine the conflict management strategies employed by heads of schools to resolve teacher conflicts in Bunda Town Council.
iii. Assess the adequacy of training provided to heads of schools for effectively resolving teacher conflicts in Bunda Town Council.

1.5 [bookmark: _Toc201050080][bookmark: _Toc208371473] Research Questions
This study aimed to answer the following key questions:
i. What are the major causes of teacher conflicts in public secondary schools in Bunda Town Council?
ii. What school management strategies do heads of schools employ to resolve teacher conflicts in Bunda Town Council?
iii. To what extent is the training provided to heads of schools adequate for effectively resolving teacher conflicts in Bunda Town Council?

1.6 [bookmark: _Toc201050081][bookmark: _Toc208371474] Significance of the Study
This study promises to benefit many stakeholders, including policymakers, educational researchers, school administrators, teachers, parents, and students. For policymakers, it will provide a crucial understanding of the root causes and nature of conflicts among teachers in secondary schools, enabling the development of effective policies that promote a harmonious and collaborative working environment. Such policies are vital for fostering a stable and supportive school climate and enhancing students' academic performance and well-being.

From the theory and knowledge development perspective, this research will contribute significant data on conflict management strategies for secondary schools' unique social and organizational contexts. Addressing existing gaps will identify practical, context-sensitive approaches to resolving conflicts, offering a robust theoretical framework to guide future research. Scholars and researchers will find this study valuable for further investigations in educational planning, school management, and organizational behaviour.

Moreover, the study directly responds to pressing social needs by providing actionable guidance to school administrators and educators on effectively identifying, managing, and preventing conflicts. By promoting these strategies, the research empowers school leaders to build a culture of cooperation, trust, and professionalism among staff, ultimately creating a more positive and productive learning environment for students. The findings will also support government agencies, particularly the Ministry of Education, Science, and Technology, in organizing induction programs and ongoing professional development to equip new and current school heads with essential leadership and conflict-resolution skills.

Furthermore, the study's outcomes will resonate with other educational stakeholders-teachers, parents, and students by raising awareness of unresolved conflicts' detrimental effects on teaching quality and student achievement. Parents and communities will better appreciate the need for peaceful, supportive schools to foster student success. At the same time, teachers will acquire valuable tools to manage conflicts constructively, boosting their job satisfaction, morale, and commitment.

1.7 [bookmark: _Toc201050082][bookmark: _Toc208371475]Scope of the Study 
This study focused on school management strategies for managing conflicts among secondary school teachers specifically confined to public secondary schools within Bunda Town Council. The study involved key stakeholders, including the Town Secondary Education Officers (TSEO) and Teachers Service Commission (TSC) officers. Additionally, heads of schools and ordinary teachers from the public secondary schools in Bunda Town Council participated in the research.

[bookmark: _Toc201050083][bookmark: _Toc208371476]1.8 Limitation of the Study
Two main limitations encountered during the data collection were, lack of cooperation from some respondents and time constraints. The lack of cooperation from some respondents, particularly those hesitant to share information, posed as a limitation. It was mitigated by ensuring  confidentiality and anonymity for participants to encourage honest responses  and clearly explaining the purpose and significance of the study. Time constraints arose due to the limited academic calendar and the participants' busy schedules, making it challenging to schedule timely interviews and complete questionnaires. This issue was addressed by creating a flexible data collection timetable, including conducting interviews and distributing questionnaires during evening hours.

[bookmark: _Toc201050084][bookmark: _Toc208371477]1.9 Operational Definitions of Key Terms
Conflict: A conflict is perceived or experienced incompatible differences within or between two or more individuals, which may result in some or all forms of opposition. The tension exists amongst individuals, groups, or organizations because of the inability of actual or desired responses.

Conflict Management: In a school setting, conflict management is becoming conscious of an existing or possible conflict, diagnosing its nature and scope, and employing appropriate procedures to diffuse the emotional energy involved and enable disputing parties to understand and resolve their differences. Interventions are engaged in reducing the existence of excessive conflict. Terblanche (2017) stipulated that conflict management entails maintaining the optimal level of conflict in a group.

School Management: School Management in this study refers to the process of coordinating all resources by arrangement, organizing, leading, planning, and controlling to achieve standard objectives. School Management is an integral part of this study because it deals with how conflicts are resolved in the school context.
[bookmark: _Toc201050085]




















[bookmark: _Toc208371478]CHAPTER TWO
[bookmark: _Toc201050086][bookmark: _Toc208371479]LITERATURE REVIEW
[bookmark: _Toc201050087][bookmark: _Toc208371480]2.1 Introduction
This chapter presents the theoretical literature review, empirical literature review, research gap and conceptual framework regarding the school management strategies in managing conflicts among teachers in public secondary schools.

[bookmark: _Toc201050088][bookmark: _Toc208371481]2.2 Theoretical Framework
The study was guided by the Organizational Conflict Management Theory (OCMT), developed by Mary Parker Follett in the 1860s, widely regarded as a pioneer in organizational behaviour and conflict management. The OCMT offers a comprehensive framework for understanding and addressing conflicts within organizational settings, secondary schools inclusively.

One of the core principles of OCMT is its focus on conflict management strategies. The theory outlines various approaches such as collaboration, compromise, competition, avoidance, and accommodation that can be adopted by school heads and administrators to manage conflicts among secondary school teachers. These strategies help select appropriate responses based on the nature and severity of the conflict. Of particular relevance is Follett's advocacy for the integrative approach, which emphasizes joint problem-solving whereby all parties work together to reach mutually beneficial solutions. This approach addresses the underlying concerns of all stakeholders, fostering long-term harmony and cooperation.
Another fundamental aspect of the theory is the role of leadership in conflict resolution. OCMT underscores the importance of organizational leaders, such as school heads, in setting the tone for effective conflict management. According to Follett, leaders should model collaborative behaviours, promote mutual respect, and facilitate open communication. These leadership qualities are essential in resolving conflicts constructively and maintaining a favourable school climate.

Strengths of OCMT in This Study
A significant strength of OCMT, particularly in the context of conflict among secondary school teachers, is its emphasis on structured and strategic conflict resolution processes. By providing a clear framework, the theory allows school administrators to identify interpersonal or role-related disputes and apply tailored strategies accordingly. This systematic approach promotes open dialogue, encourages collaborative problem-solving, and contributes to a more harmonious work environment. Ultimately, effective conflict management enhances teacher morale and improves student outcomes by creating a stable and supportive school atmosphere.

Weaknesses of OCMT in This Study
Despite its strengths, one limitation of the theory lies in its potential rigidity when applied to diverse and dynamic interpersonal relationships. The structured nature of OCMT may not fully accommodate the complexity and fluidity of human interactions in a school setting. Relying too heavily on theoretical strategies without adapting them to the unique context of each situation may lead to ineffective conflict resolution or even escalate tensions.
Application of OCMT to This Study
OCMT is particularly applicable to this study as it provides a valuable framework for analyzing and enhancing conflict resolution strategies within secondary schools. The theory supports implementing professional development initiatives focused on communication skills, fostering a culture of mutual respect and transparency, and teaching negotiation techniques tailored to the educational context. Furthermore, regular team-building activities and establishing clear, safe channels for voicing concerns can contribute to a proactive and preventative conflict management culture.

[bookmark: _Toc201050089]By applying the principles of OCMT, schools can move beyond reactive approaches and build a supportive community that prioritizes the well-being of both teachers and students. However, it is essential to acknowledge that secondary schools are complex organizational environments involving multiple stakeholders, diverse group dynamics, and various contextual factors. OCMT may not fully address these complexities, necessitating a flexible and context-sensitive application of its principles.

[bookmark: _Toc208371482]2.3 Empirical Literature Review
[bookmark: _Toc201050090][bookmark: _Toc208371483]2.3.1 Major Causes of Conflicts among Teachers in Secondary Schools 
Significant causes of conflicts among teachers in secondary schools often stem from poor communication, unequal distribution of responsibilities, competition for limited resources, differences in teaching styles, lack of administrative support, and personal misunderstandings. Other contributing factors may include favouritism, inadequate conflict resolution skills, and unclear roles or expectations. These issues can strain professional relationships, disrupt teamwork, and affect school performance if not addressed effectively. The following reviewed studies show this.

A study conducted by Catana (2015) in Romania explored the causes and effects of teacher conflicts. The research employed a quantitative approach and collected data from 124 participants across 23 secondary schools using structured questionnaires. The data were analyzed using descriptive statistics with the aid of SPSS software. While the study findings revealed that significant conflict causes included differences in information and previous experiences, varying perceptions of the same issues, divergent motivations and personal goals, and the inequitable distribution of tasks. However, a notable limitation of this study was its exclusive reliance on quantitative data collected through questionnaires. This limitation may have restricted the depth and transferability of the findings, as the method lacked room for exploring nuanced, contextual insights. To address this gap, the present study goes further by employing a mixed-methods approach combining both qualitative and quantitative data to provide a more comprehensive understanding of the strategies used by school management in handling teacher conflicts in public secondary schools in Bunda Town Council.

Similarly, Isabu (2017) examined the causes and management of school-related conflicts in Nigeria using a mixed-method research design. Data were collected through questionnaires, semi-structured interviews, and observation. Quantitative data were analyzed using descriptive statistics, whereas qualitative data were thematically analyzed. The findings identified differing perceptions, limited resources, and overlapping authorities as the primary sources of conflict among secondary school teachers. While this study offers valuable contributions to understanding the causes and management of school conflicts, it did not address the effectiveness or adequacy of leadership training provided to school heads. The present study seeks to fill this gap by assessing how well-equipped school leaders are to manage teacher conflicts, specifically within the context of public secondary schools in Bunda Town Council.

Furthermore, in Zambia, Mwamba (2016) conducted a study on the role of school leadership in conflict management in selected secondary schools in Chingola District. A study used a survey design and data were collected from 70 participants, including 9 head teachers, 60 teachers, and the District Education Board Secretary, through interviews, questionnaires, and document reviews. The study identified several causes of conflict, such as absenteeism, the presence of teachers with higher qualifications than their head teachers, tardiness, incompetence in leadership, a negative work culture among teachers, and favouritism. While this study provided insightful findings, it was limited to a specific population. In contrast, the current study expands the scope by involving teachers and head masters, town education officer, and Teachers' Service Commission Officer. This broader inclusion enhances the depth and applicability of the findings in the context of conflict management in Bunda's public secondary schools.

Moreover, Mlay (2021) investigated conflict resolution mechanisms and their influence on the quality of education in private secondary schools in Arusha District, Tanzania. The study used a convergent parallel design whereas questionnaires and interviews methods were used to collect data from a sample of 270 respondents. Quantitative data were analyzed using SPSS, while qualitative data were analyzed thematically. The findings revealed that financial mismanagement, unfair treatment of teachers, competition for limited resources, overlapping responsibilities, and poor working conditions were significant sources of conflict. However, this study focused primarily on private schools, which typically experience fewer conflict-related challenges due to better working environments and more flexible management structures. The current study, in contrast, focuses on public secondary schools, where cases of conflict among teachers tend to be more frequent and complex. It, therefore, offers new insights into the strategies employed by public school management in mitigating these issues.

Malingumu (2022) examined conflicts and conflict management styles in secondary schools in Tanzania from the perspective of school employees. A mixed-methods approach was used, incorporating a cross-sectional design with a total sample of 161 participants. Data were collected via questionnaires and interviews. Quantitative data were analyzed using descriptive statistics with SPSS, while qualitative data were examined through content analysis. The study found that school conflicts often stemmed from unfulfilled responsibilities, favouritism, and professional inadequacies among staff. While the research contributed valuable insights, it did not explore in depth the practical strategies and policies implemented by school management to address such issues. The current study aims to bridge this gap by focusing on the conflict management strategies employed by public secondary school administrators in Bunda Town Council.

[bookmark: _Toc201050091]2.3.2 School Management Strategies in Resolving Conflicts among Teachers in  
[bookmark: _Toc208371484]         Secondary Schools
School management strategies are essential in addressing and resolving conflicts among teachers in secondary schools. Approaches such as mediation, collaboration, concelling, and inclusive decision-making have effectively managed and mitigated disputes. When implemented consistently, these strategies reduce tension, enhance collaboration, and promote a supportive work environment. Moreover, they lay the groundwork for sustained professional harmony and growth among teachers. These arguments are supported by various empirical studies as discussed below.

Soner, (2016) conducted a study in Turkey to examine the Conflict Resolution Skills Model in Schools using a qualitative research approach. Data were gathered from a sample of 20 participants through semi-structured interviews and observation and analyzed using content analysis. The findings highlighted that school management committees can effectively employ conflict resolution strategies such as integration, reconciliation, compromise, avoidance, and domination to resolve conflicts among secondary school teachers. While the study contributed to the body of knowledge on conflict resolution models, it was limited by its reliance on qualitative methods alone. The absence of quantitative data limits the generalizability and statistical reliability of the findings. Therefore, the present study builds on Soner's work by adopting a mixed-methods approach integrating qualitative and quantitative data to understand better school management teams' strategies in addressing teacher conflicts in Bunda Town Council's secondary schools.

Additionally, Eze and Victor (2016) conducted a study titled School Conflict: What Teachers Should Know in Nigeria, utilizing a quantitative research design. Data were collected through questionnaires and analyzed descriptively using SPSS software. The study identified conflict management styles such as competing, avoiding, accommodating, and collaborating as essential for maintaining a conducive working atmosphere among teachers. While the findings offer valuable insights into managing school conflicts, the study's heavy reliance on questionnaires alone may have compromised the richness and reliability of the data. It lacked the qualitative depth that interviews or observations could provide to understand context-specific dynamics. To address this limitation, the current study incorporates both questionnaire and interview guides to enhance data reliability and gain a more nuanced understanding of school conflict management practices in Bunda Town Council.

Also, a study conducted in Lusaka-Zambia by Kapunda, and Daka (2020) examined the influence of principals' conflict management styles on teachers' motivation. Using a qualitative approach, data were collected from a substantial sample of 420 participants drawn from 60 secondary schools through surveys and interviews. Their findings indicated that principals who employed collaborative and integrative conflict resolution styles, such as promoting open communication, encouraging compromise, and involving teachers in decision-making, were more successful in fostering higher levels of teacher motivation. Although the study offers valuable insights, it primarily relied on qualitative methods, which may limit its capacity to produce generalizable conclusions. In contrast, the present study employs a mixed-methods design, strengthening the depth and breadth of data collection and analysis. Furthermore, while Kapunda and Daka used surveys and interviews, the current study uses questionnaires and interviews. This combination better aligns with the Tanzanian context and allows for exploring management strategies from multiple perspectives.

By the same token, Anna (2022) conducted a study in Morogoro Municipality on the effectiveness of conflict resolution strategies in public secondary schools, adopting a mixed-methods approach with a descriptive design. A sample of 112 participants provided data through questionnaires and interviews. Quantitative data were analyzed using SPSS to generate frequencies and percentages, while qualitative data underwent content analysis. The findings indicated that effective conflict resolution strategies significantly contributed to maintaining peace and harmony, improving job and academic performance, promoting teamwork, and enhancing teacher retention. While this study contributed necessary knowledge to the field, it was geographically limited to Morogoro. Therefore, a similar analysis is warranted by the Bunda Town Council to address this contextual gap. The present study aims to extend Anna's findings by examining how school management strategies are explicitly implemented in public secondary schools within Bunda, a region yet to be studied in this context.

[bookmark: _Toc201050092]2.3.3 Adequacy of Training Provided to Head of Schools in Resolving Teacher’s  
[bookmark: _Toc208371485]        Conflict
Adequate training equips school heads with the necessary skills to manage teacher conflicts effectively; however, most leadership programs overlook specialized conflict resolution components. As a result, many school leaders face challenges in addressing interpersonal issues, which can strain staff relationships and disrupt the school climate. Evaluating the sufficiency of such training is therefore vital to ensure that heads of schools are fully prepared to foster collaboration, minimize conflicts, and maintain a healthy, productive working environment. Various scholars have explored these concerns through empirical studies, as outlined below.

A study by Smith and Garcia (2021) explored principals’ preparedness to resolve teacher conflicts in California secondary schools. The researchers employed a qualitative approach and collected data through interviews and observations from 150 respondents. The data were analyzed using content analysis. The findings from the study revealed that while most secondary school heads had undergone some training in conflict resolution, many still felt ill-equipped to manage complex interpersonal conflicts among teaching staff. The study highlighted a clear need for more comprehensive professional development programs to equip school leaders with practical conflict mediation skills. However, the study was limited by its exclusive use of qualitative methods, which may have restricted the generalizability of the results. In contrast, the present study extends beyond Smith and Garcia’s approach by adopting a mixed-methods design integrating qualitative and quantitative methods to provide a more robust and reliable examination of conflict management strategies in public secondary schools within Bunda Town Council.

Similarly, Watkins and Morgan (2021) conducted a qualitative study in England titled Intricacies of Teacher-to-Teacher Conflict: Experiences of Secondary School Headteachers. Using in-depth, semi-structured interviews with 85 headteachers, the researchers analyzed the transcripts thematically. The study found that although most headteachers had received training in general school leadership, only 27% believed they had adequate preparation for resolving conflicts specifically between teachers. The participants emphasized the need for practical, scenario-based training to improve confidence and competence in conflict resolution. While the study offered valuable insights into leadership challenges in conflict management, it relied solely on interviews. This reliance limits the study’s reliability and scope for generalization. To address this gap, the current study incorporates both questionnaires and interviews, ensuring methodological triangulation and enhancing the validity of the findings. Furthermore, by applying a mixed-methods approach, this study complements the weaknesses of Watkins and Morgan’s qualitative-only methodology.

In light of this, a study conducted in Kenya, Mutua et al. (2022) examined principals’ conflict management strategies and their influence on teachers’ job performance in secondary schools. The study utilized a qualitative approach, collecting data through interviews and observations from 120 participants. The findings indicated that a lack of conflict management training among school heads often exacerbated conflicts rather than resolving them. While the study contributed to understanding the link between leadership capacity and school harmony, its use of qualitative methods alone may not fully capture the breadth of the issue across different school settings. Therefore, The present study employs qualitative and quantitative methods, including questionnaires, to ensure a more comprehensive analysis of school management strategies in addressing teacher conflicts in Bunda Town Council.

Also, related study conducted in Zambia by Mulenga and Luangala (2021) assessed primary school heads’ competencies in conflict resolution. The researchers adopted a mixed-methods approach, incorporating descriptive statistics and regression analysis for quantitative data and thematic coding for qualitative data. The study involved 120 primary schools and 20 headteachers. Findings indicated that while general leadership training was provided, there was a notable lack of specialized instruction in conflict mediation. The researchers recommended integrating conflict resolution modules into the training programs for school heads. However, the study was conducted in primary schools, which differ significantly in context and administrative structure from secondary schools. Moreover, although it employed both methods, it focused mainly on interviews. The current study addresses these limitations by concentrating specifically on secondary schools and employing both questionnaire and interview tools to improve the accuracy and validity of the findings within the context of Bunda Town Council.

Furthermore, Kalinga et al. (2022) also conducted a study on conflict management strategies used by secondary school heads in Tanzania, employing a mixed-method approach. Data were gathered through semi-structured interviews and questionnaires. Quantitative data were analyzed using descriptive statistics, while qualitative data underwent content analysis. The study found that many school heads defaulted to authoritarian, top-down approaches when managing conflicts due to gaps in conflict resolution skills. This often involved issuing directives or enforcing disciplinary actions rather than engaging teachers in collaborative problem-solving. As a result, such approaches sometimes intensify tensions instead of resolving them. 

Although this study contributed significantly to the literature on leadership and conflict management, it was not specific to Bunda Town Council. The present study investigates school management strategies within Bunda’s public secondary schools to fill this contextual gap, offering region-specific insights and recommendations.

[bookmark: _Toc201050093][bookmark: _Toc208371486]2.4 Research Gap
The reviewed literature shows that numerous studies have explored conflict management strategies and the effectiveness of conflict resolution methods in schools in Tanzania and internationally. However, a notable gap remains in assessing the adequacy of training provided to heads of schools, specifically concerning managing and resolving conflicts among teachers. While studies by Watkins and Morgan (2021), Kapunda and Daka (2020), and Soner (2016) employed qualitative approaches, and others such as Eze and Victor (2022) and Catana (2015) relied solely on quantitative methods, these single-method approaches limit the depth and breadth of understanding, particularly in capturing both statistical trends and contextual insights. To address this methodological gap, the proposed study adopted a mixed-methods approach, integrating qualitative and quantitative data collection and analysis to provide a more comprehensive understanding of school conflict management strategies.

Although studies by Kalinga et al. (2022), Anna (2022), Malingumu (2022), and Mlay (2021) have utilized mixed methods, they primarily focused on other regions within Tanzania, such as Morogoro and Arusha. They did not address the unique administrative and contextual realities of schools in Bunda Town Council. This created a contextual gap in the existing body of literature, as no study has specifically investigated conflict management strategies among public secondary school leaders within Bunda. Therefore, the proposed study sought to bridge the methodological and contextual gaps by employing a mixed-methods design to examine the effectiveness of school management strategies in managing teachers’ conflicts while also evaluating the sufficiency of training provided to heads of schools in the Bunda Town Council. 

[bookmark: _Toc201050094][bookmark: _Toc208371487]2.6 Conceptual Framework
The conceptual framework is an illustration or diagrammatic presentation that shows how variables involved in the study interact. In the current study that investigated the school management strategies for managing conflict among teachers in secondary schools, independent variables include school management strategies. In contrast, the dependent variable is conflict among teachers.

The intervening variables are the communication style, school culture of mutual respect and transparency, decision-making process, and resource availability. 

[bookmark: _Toc200981140][bookmark: _Toc208371355]Figure 1.1 portrays a Conceptual Framework
Figure 1.1 portrays a conceptual framework summarising the key attributes that guided the present study.DEPENDENT VARIABLE
Conflicts among secondary school teachers
· Interpersonal conflicts
· Competition for resources
· Differences in teaching styles
· Perceived favoritism or bias
· Professional insecurity
· Workplace culture and climate

INDEPENDT VARIABLE
School management strategies
· [bookmark: _Hlk174190717][bookmark: _Hlk174190718]Conflict resolution training
· Developing teacher’s professional development programs
· Fostering a positive school culture and climate
·  Providing mediation and negotiation 
· Clear policies and procedures








      INTERVENING VARIABLES
· Communication style

· School culture of mutual respect and transparency

· Decision making processes

· Availability of resources





Source: Researcher’s construct (2025)

Figure 1.1 presents the conceptual framework that guides this study, illustrating the relationship between the independent variable (school management strategies), the dependent variable (conflicts among secondary school teachers), and the intervening variables that may influence this relationship. 

The framework provides a theoretical lens through which the interplay of these key elements can be understood. In this context, school management strategies representing the independent variable refer to the specific administrative approaches, policies, and practices adopted by school leaders to address and resolve teacher conflicts. These may include the provision of conflict resolution training, the establishment of clear and effective communication channels, the development of professional growth programs, and the promotion of a positive school culture and climate. These strategies are hypothesized to directly impact reducing the prevalence and intensity of teacher conflicts, which may otherwise arise due to interpersonal disputes, competition over limited resources, or divergent teaching methods and philosophies.

It is anticipated that well-designed and effectively implemented school management strategies will reduce the frequency and severity of conflicts, fostering a more collaborative working environment, enhancing job satisfaction, and improving teacher retention. Conversely, ineffective or inconsistently applied strategies may aggravate tensions, undermine morale, and hinder school cohesion. 

Intervening variables such as communication styles, leadership approaches, decision-making processes and the broader school culture of mutual respect and transparency may either enhance or limit the effectiveness of these management strategies. These mediating factors play a critical role in shaping how school management practices are perceived and experienced by teachers, thereby influencing the overall success of conflict resolution efforts.













[bookmark: _Toc201050095][bookmark: _Toc208371488]CHAPTER THREE
[bookmark: _Toc201050096][bookmark: _Toc208371489]RESEARCH METHODOLOGY
[bookmark: _Toc201050097][bookmark: _Toc208371490]3.1 Introduction
This part describes the research paradigm, approach, design, study area selection, sampling technique, data collection methods and tools, data analysis and presentation, and ethical issues.

[bookmark: _Toc201050098][bookmark: _Toc208371491]3.2 Research Paradigm
This study adopted the pragmatism research paradigm, which is grounded in the belief that research methods should be driven by the research problem rather than being confined to a single philosophical stance. According to Creswell and Plano Clark (2018), pragmatism supports using qualitative and quantitative approaches to provide a more holistic understanding of complex social issues. This paradigm was deemed appropriate because the study seeks to explore and understand both the outcomes and underlying factors of conflict management strategies used by school leadership. Given the real-world nature of the problem, pragmatism allows flexibility in data collection and interpretation, making it ideal for examining how school leaders address conflicts among teachers in public secondary schools to foster a more positive educational environment.

[bookmark: _Toc201050099][bookmark: _Toc208371492]3.3 Research Approach
The study employed a mixed-methods approach, combining both qualitative and quantitative techniques. This approach facilitated a comprehensive exploration of school management strategies for resolving teacher conflicts. As Creswell and Plano Clark (2018) noted, mixed methods research acknowledges the limitations of relying solely on qualitative or quantitative methods and capitalizes on both strengths. This study Integrated  both types of data to enrich the analysis and offered a more complete understanding of conflict management dynamics in public secondary schools.

[bookmark: _Toc201050100][bookmark: _Toc208371493]3.4 Research Design
The study employed a convergent parallel design. This design involves the simultaneous collection of qualitative and quantitative data, followed by independent analysis and subsequent merging of findings. Convergent parallel design aims to compare and validate findings across multiple data sources applied in this study. It ensures both the breadth of quantitative data and the depth of qualitative insights. By using design, the study aimed to obtain a balanced understanding of the strategies employed by school management to address teacher conflicts and how stakeholders perceive these strategies.

[bookmark: _Toc201050101][bookmark: _Toc208371494]3.5 Area of the Study
The study was conducted in public secondary schools within Bunda Town Council, in Bunda District, Mara Region, Tanzania. The choice of this area was scientifically justified through purposeful selection based on empirical evidence and administrative reports indicating a high prevalence of teacher-related conflicts and recurrent underperformance in national examinations compared to neighbouring councils. These challenges suggest underlying issues in school leadership, communication, and conflict resolution mechanisms that warrant targeted investigation. Similarly, focusing on Bunda Town Council, the study aimed to explore school management strategies in a setting where the problem is evident and critically impacts educational outcomes. Studying such a context enhances the findings' practical relevance, transferability, and policy utility, especially for regions facing similar administrative and educational difficulties. Thus, the selection of Bunda Town Council aligns with the principles of problem-based and context-sensitive research design, making it an appropriate and meaningful area for this study.

[bookmark: _Toc201050102][bookmark: _Toc208371495]3.6 Target Population
The target population comprised 319 individuals, including one (1) Town Council Secondary Education Officer, one (1) District Teachers' Service Commission Officer, seventeen (17) heads of public secondary schools, and three hundred (300) secondary school teachers, as per the 2024 Town Secondary Education Officer's report. These categories of respondents were strategically selected based on their roles in school administration and teaching. The Town Secondary Education Officer was included for their oversight and coordination role in school management at the council level. The Teachers' Service Commission Officer contributed insights into regulatory frameworks, disciplinary procedures, and institutional support mechanisms. Heads of schools were involved due to their leadership roles in handling staff and student-related issues, while teachers were selected because they are directly affected by and often engaged in school-based conflicts. Collectively, their experiences and perspectives provided rich, multifaceted data essential for analyzing the effectiveness of conflict management strategies.

[bookmark: _Toc201050103][bookmark: _Toc208371496]3.7 Sample Size and Sampling Procedures
[bookmark: _Toc201050104][bookmark: _Toc208371497]3.7.1 Sample Size
The study involved a total sample size of eighty-three (83) respondents. The teacher sample size was calculated using Yamane's formula (1967), which is appropriate for determining sample size from a known population. The Town Secondary Education Officer, Teachers' Service Commission Officer, and heads of schools were included through purposive sampling due to their specialized positions and expertise relevant to the study. This sampling ensured that key policy implementation and school leadership stakeholders were adequately represented, enhancing the findings' quality and relevance. The formula used is
n=2
Where,
 n = Sample size, 
N = Population of secondary teachers 
e = Marginal error (it could be 0.1, 0.05 or 0.01) 
Since N=300 and e = 0.1 therefore,  
[bookmark: _Toc201050105]n= 2 based on this formula, the sample size for this study for teachers was 75


[bookmark: _Toc208371498]3.7.2 Sampling Procedures
This study employed both simple random sampling and purposive sampling techniques to ensure the representativeness and relevance of the selected participants. Simple random sampling was used to select 75 secondary school teachers from 300 teachers within public secondary schools in Bunda Town Council. According to Dhanya (2024), this technique ensures that each individual has an equal chance of being included in the sample, which helps eliminate selection bias. The researcher employed simple random sampling to provide a statistically sound basis for generalizing findings to the council's broader population of secondary school teachers. Using this probability-based method, the study ensured objectivity and improved the reliability of the data collected from classroom-level teaching staff who experience direct conflict.

On the other hand, purposive sampling was applied to select key informants, including the Town Secondary Education Officer (TSEO), Teacher Service Commission Officer (TSC), and head teachers. The non-probability sampling method was justified by obtaining rich, in-depth information from individuals with specific knowledge, leadership experience, and decision-making responsibilities regarding teacher management and conflict resolution. The TSEO was selected due to its oversight role in educational matters at the council level. At the same time, the TSC officer was included due to their expertise in disciplinary procedures and regulatory frameworks involving teachers. 

Additionally, six head teachers were purposively chosen based on their length of service and leadership experience, factors that significantly influence their ability to effectively manage and resolve teacher conflicts. This approach is supported by Mugenda and Mugenda (2013), who state that in qualitative studies where the total population is below 10,000, a sample of 10% to 30% is acceptable. Therefore, the purposive inclusion of experienced headteachers provided insights grounded in practical leadership experience, complementing the broader data collected from randomly selected teachers.

[bookmark: _Toc200980314][bookmark: _Toc208371341]Table 3.1: Summary of Sampling Matrix 1
	  Respondent category
	Population
	Sample size
	Sampling Technique

	TSEO
	1
	01
	Purposive

	TSC
	1
	01
	Purposive

	Head of Secondary Schools
	17
	06
	Purposive

	Teachers
	300
	75
	Simple Random Sampling

	Total
	319
	83
	


Source: TSEO report, 2024.

[bookmark: _Toc201050106][bookmark: _Toc208371499]3.8 Data Collection Methods
According to Creswell and Plano-Clark (2018), no single data collection technique or instrument is sufficient to ensure the validity and Reliability of research findings. Therefore, to gather comprehensive and dependable data, this study employed a triangulation approach, combining multiple methods to enhance the quality of the information collected. The primary techniques used were semi-structured interviews and questionnaires.
[bookmark: _Toc201050107][bookmark: _Toc208371500]3.8.1 Semi-Structured Interviews
Semi-structured interviews were conducted to collect qualitative data from key informants, including the Town Secondary Education Officer, Teachers’ Service Commission Officer, and heads of secondary schools. Each interview lasted at least 30 minutes, providing ample time to explore detailed insights on school management strategies for resolving teacher conflicts. This method allowed the researcher to probe deeply into respondents’ experiences and perceptions, thus capturing rich, contextual information that might not emerge through other data collection techniques.

[bookmark: _Toc201050108][bookmark: _Toc208371501]3.8.2 Questionnaires
According to Parker (2021), a questionnaire is a structured tool to collect data on respondents’ opinions, behaviours, experiences, or demographics. For this study, the researcher developed a questionnaire based on a five-point Likert scale, guided by the supervisors’ directives. The questionnaire allowed respondents sufficient time to reflect on the questions and consult relevant documents before responding, thus enhancing the accuracy and thoughtfulness of the data collected. The questionnaire targeted secondary school teachers within Bunda Town Council and was structured into distinct sections to facilitate systematic data gathering. It began with an introductory paragraph explaining the purpose of the study, assuring confidentiality, and providing clear instructions. Section A gathered demographic information such as gender, education level, and teaching experience. Sections B, C, and D addressed the study’s main themes using close-ended Likert-scale questions ranging from Strongly Agree to Disagree Strongly. This format enabled the researcher to quantify attitudes and perceptions relevant to the research objectives.

[bookmark: _Toc201050109][bookmark: _Toc208371502]3.10 Data Analysis Plan
This study used Statistical Package for Social Sciences (SPSS) in analyzing quantitative data descriptively using frequencies and percentages whereas the results obtained were presented in tables and figures for clear visualization. Qualitative data were analyzed through content analysis, following a five-step process: first, the researcher thoroughly read the data to identify and categorize key themes; second, data were organized under subtopics aligned with the study themes; third, common patterns were repeatedly reviewed to select relevant information while excluding redundant details; fourth, themes were validated quantitatively based on their frequency of occurrence and finally, the thematic narratives were interpreted to capture respondents’ experiences, occasionally including direct quotations to enrich the findings.

[bookmark: _Toc201050110]3.11 Validity and Reliability of Research Instruments
[bookmark: _Toc201050111][bookmark: _Toc208371503]3.11.1 Reliability
Reliability is the consistency with which a method or tool measures a concept (Mohajan, 2017). In this study, Reliability was ensured by consistently applying the same methodology across similar respondents and contexts, producing stable and repeatable results over time.


[bookmark: _Toc201050112][bookmark: _Toc208371504]3.11.2 Validity
Validity pertains to the extent to which an instrument accurately measures what it is intended to measure (Middlestone, 2019). To maximize the validity of this study, a triangulation approach was adopted, utilizing multiple data collection methods and tools. This helped to cross-verify findings and increase the accuracy and trustworthiness of the results.

[bookmark: _Toc201050113][bookmark: _Toc208371505]3.12 Ethical Considerations
Research is paramount and requires strict adherence to ethical and moral principles. This study complied fully with ethical standards at every stage. Key ethical considerations included in this study ensuring anonymity and confidentiality, obtaining informed consent from all participants, and securing necessary clearance letters from Open University of Tanzania (OUT) and other relevant authorities before data collection. All collected information was handled with the utmost confidentiality and used solely for academic purposes only. Finally, to avoid plagiarism, all sources of information were cited correctly and acknowledged.


[bookmark: _Toc201050114][bookmark: _Toc208371506]CHAPTER FOUR
[bookmark: _Toc201050115][bookmark: _Toc208371507]DATA ANALYSIS, PRESENTATION OF FINDINGS AND DISCUSSION 
[bookmark: _Toc201050116][bookmark: _Toc208371508]4.1 Introduction
This chapter presents data analysis, the results obtained, and a discussion on school management strategies for managing conflicts among teachers in public secondary schools within Bunda Town Council. The findings discussed here were collected from various stakeholders, including teachers, heads of schools, the Teachers' Service Commission officer, and the Town Secondary Education Officer. Data collection was conducted through questionnaires and interviews to ensure comprehensive coverage of perspectives. The chapter is organized thematically, following the specific objectives outlined in Chapter One of this study.

[bookmark: _Toc201050117][bookmark: _Toc208371509]4.2 Demographic Characteristics of the Respondents
This section details the demographic characteristics of the respondents involved in the study. The researcher focused on gender, educational levels, and work experience, as these factors significantly influence the study's findings. Teachers provided their demographic information through the administered questionnaires, while heads of schools, the District Education Officer, and the Teachers' Service Commission officer shared their information during interview sessions. The demographic profile of the respondents is summarized as follows:

[bookmark: _Toc201050118][bookmark: _Toc208371510]4.2.1 Gender of the Respondents
Figure 4.1 illustrates the gender distribution of the respondents, revealing that the majority (54.22%) were male, while female respondents accounted for 45.78%. This indicates a higher employment rate of male teachers in secondary schools, highlighting a notable gender gap within the educational setting.

[bookmark: _Toc200981148][bookmark: _Toc208371356]Figure 4.1: Gender of the respondents 
[image: ]
Source: Field data, 2025

[bookmark: _Toc200981154][bookmark: _Toc208371357]Figure 4.2: Education Level of Respondents
[image: ]
Source: Field data, 2025

4.2.2 [bookmark: _Toc201050119][bookmark: _Toc208371511]Working Experience
The data on the educational levels of respondents, as illustrated in Figure 4.2, reveal that a significant portion (50.60%) of the participants hold bachelor's degrees from accredited universities. This is followed by 36.14% who possess diploma qualifications, while only 13.25% of the respondents have attained postgraduate credentials, including doctoral diplomas, master's degrees, or doctorates (PhDs). These results indicate a relatively high level of academic qualification among teachers in Bunda Town Council, which reflects positively on the intellectual capacity within the teaching workforce. The presence of a considerable number of bachelor's and postgraduate degree holders suggests that the majority of teachers are well-equipped with the theoretical and practical knowledge necessary for effective teaching and school management.

Moreover, the diversity in educational qualifications implies varying experience levels, professional training, and exposure to educational policies and conflict resolution strategies. Teachers with higher academic qualifications may have better understanding and skills in handling conflicts constructively, potentially influencing schools' overall conflict resolution climate. However, the relatively low percentage of postgraduate-qualified teachers also highlights the need for continuous professional development and advanced educational leadership and conflict management training. Investing in such training can enhance the capacity of school personnel to manage interpersonal and professional disagreements more effectively, contributing to a more harmonious and productive school environment.

[bookmark: _Toc208371358]Figure 4.3: Working experience of the Respondents


Source: Field data, 2025

The data presented in Figure 4.3 indicate that most respondents (30%) had between 11 and 15 years of working experience, while the smallest group (20%) had more than 15 years of experience. Additionally, 28% of the respondents had 1 to 5 years of experience, and 22% had been teaching for 6 to 10 years. These findings demonstrate that the study included participants with a broad range of professional experience, from relatively new teachers to those with extensive service in the education sector. This diversity in experience is crucial, enriching the study with varied perspectives on school management practices and conflict resolution strategies. Teachers with longer years of service may have encountered multiple conflict situations and thus possess deeper insight into effective or ineffective management approaches. 

On the other hand, less experienced teachers may provide fresh views on the current state of school leadership and how conflicts are handled today. Including respondents across different experience levels enhances the reliability and depth of the findings, as it allows the researcher to capture generational and experiential differences in how school-based conflicts are perceived, managed, and resolved. It also helps to identify potential gaps in professional development, especially among less experienced teachers who may not yet have been exposed to formal training in conflict resolution. 

[bookmark: _Toc208371512]4.3 The Major Causes of Teachers’ Conflict in Most Public Secondary Schools
The first objective of this study was to identify the major causes of conflicts among teachers in secondary schools. Data were collected through questionnaires administered to teachers and interviews conducted with heads of schools, the Teachers' Service Commission (TSC) officer, and the District Education Officer to achieve this aim. The findings related to this objective are presented in Table 4.1 below.

[bookmark: _Toc200980322][bookmark: _Hlk197887874]Table 4.1: The Major Causes of Teachers’ Conflict in Most of Secondary  
[bookmark: _Toc208371342]                  Schools
[image: ]
Source: Field data, 2025

Data presented in Table 4.1 above indicate that most secondary school teachers (68%) either strongly agreed or agreed that poor communication is a major cause of teacher conflicts. This finding highlights that teachers widely recognize ineffective communication as a critical factor contributing to interpersonal tensions within the school environment. When unclear, inconsistent, or lacking communication, misunderstandings will likely arise, leading to disputes and strained working relationships. In secondary schools, where collaboration and coordination are essential for quality education, effective communication fosters unity, mutual respect, and a favourable school climate.

The significance of communication in minimizing conflict lies in its ability to create shared understanding, facilitate the exchange of ideas, and clarify expectations among teachers. Without these components, teachers may feel isolated, misinformed, or undervalued, which can trigger conflict. Therefore, cultivating an open, honest, and timely communication environment can be a robust preventive measure against teacher conflicts.

This finding was echoed during interviews, where one head of school, coded HS01, confirmed poor communication's critical role in generating conflicts among teachers. HS01 stated:
“…Poor communication often leads to misunderstandings or misinterpretations of intentions among educators. When teachers fail to express their expectations or concerns clearly, it creates an environment susceptible to conflict. For instance, resentment may build up if one teacher feels that another is not contributing equally to school activities but does not voice this concern openly. This unresolved tension can escalate into open conflict, disrupting the working relationship between the individuals involved and negatively affecting the overall school environment…”
(HS01, 9th April, 2025)

The findings from the quoted interview suggest that many teacher conflicts in secondary schools could be minimized or even entirely avoided if effective and smooth communication were consistently practised among staff. Both the questionnaire responses and interview data from heads of schools strongly indicate that communication breakdown is a central factor leading to interpersonal tensions and conflicts among teachers. When teachers fail to communicate effectively, it often results in negative emotions such as mistrust, resentment, selfishness, and inflated egos. These emotional undercurrents can gradually evolve into open conflict, disrupting collaboration and undermining a positive school culture. This quotation underscores the crucial role of communication not merely as a functional tool but as a relational one that directly influences staff members' emotional and professional dynamics. Effective communication ensures that expectations are clear, feedback is constructive, and concerns are addressed promptly and respectfully. On the other hand, poor communication breeds uncertainty, suspicion, and isolation conditions that are highly conducive to conflict.

These findings are consistent with the study conducted by Mutua et al. (2022), who emphasized that poor communication can lead to various relational challenges within schools. Their research identified several consequences, including misunderstandings, vague expectations, inadequate feedback mechanisms, resistance to change, emotional escalation, and a culture promoting gossip and informal information-sharing. These issues collectively create an environment where conflict thrives, and professionalism is compromised. Therefore, improving communication practices in secondary schools is not merely a procedural adjustment but a strategic intervention to cultivate trust, inclusivity, and mutual respect. School leaders should prioritize building transparent communication systems, fostering open dialogue, and providing platforms where teachers feel heard and valued. In doing so, schools can significantly reduce conflict, enhance teamwork, and create a more cohesive and productive educational environment.

Furthermore, data presented in Table 4.1 show that a significant majority of secondary school teachers (73%) either strongly agreed or agreed with the assertion that poor leadership among school administrators often leads to conflicts among teachers. This finding underscores the influential role that school leadership plays in shaping workplace relationships and the overall school climate. When leadership styles are perceived as autocratic, inconsistent, or unsupportive, they create tension, dissatisfaction, and mistrust among teachers, contributing to the escalation of conflicts.

The results suggest that ineffective leadership practices such as favouritism, lack of transparency, inadequate delegation of duties, or failure to involve staff in decision-making are major catalysts for conflict in secondary schools. Teachers, as professionals, value inclusive leadership that recognizes their input, supports their efforts, and fosters mutual respect. When school heads fail to cultivate such an environment, it undermines morale and opens the door to conflict and resistance.

The findings further imply that leadership style is not just an administrative concern but a relational one. A head of school who fails to inspire, motivate, or properly manage their staff may inadvertently create a toxic working environment marked by misunderstandings, resentment, and lack of cooperation. Therefore, leadership effectiveness is closely linked to teachers’ job satisfaction and interpersonal harmony within the school setting.

This position was strongly echoed during the interview with another head of school, identified as HS02, who shared their perspective on how poor leadership contributes to teacher conflicts:
“…It depends. Teachers tend to prefer a laissez-faire leadership style in school, which grants them full freedom to perform their roles. However, when a head of school closely monitors and strictly controls how teachers carry out their tasks and responsibilities, conflicts often arise. Being more directive and assertive sometimes becomes necessary to ensure things are done properly…” 
(HS02, 9th April, 2025) 

The insights from HS02 reinforce the notion that leadership styles play a critical role in the emergence of conflicts among teachers. Specifically, the findings suggest that although some school heads may adopt leadership styles they perceive as effective, they may not always be well-received by teachers. HS02 pointed out that teachers often resist heads of schools who are overly strict, regardless of whether such strictness is intended to improve performance. This indicates a potential mismatch between the leadership approach and teachers’ expectations, which may give rise to dissatisfaction and eventually to conflict.

The data reveal a nuanced reality: while school leaders may believe they are applying appropriate and goal-oriented leadership styles, the effectiveness of those styles largely depends on how they are perceived and experienced by teachers. A leadership style that is too rigid, authoritarian, or lacking in emotional consideration may be seen by teachers as punitive rather than constructive, leading to strained relationships and reduced morale. This dynamic highlights the importance of context-sensitive and teacher-centred leadership approaches that foster a sense of inclusion, fairness, and professional respect.

Therefore, the findings from teachers’ questionnaires align with the views expressed during interviews with school heads, affirming that leadership style is a key trigger of conflict among teachers. However, a subtle divergence exists: school leaders often justify their leadership choices as appropriate for ensuring discipline and academic achievement, while teachers may interpret these choices as overly controlling or lacking empathy. This discrepancy emphasizes the significance of aligning leadership practices with the socio-emotional needs of staff.

Additionally, issues such as perceived unfair treatment, lack of transparency, and favouritism were repeatedly cited as factors that exacerbate tensions among teachers. When school leaders are seen to give preferential treatment to particular individuals or fail to treat staff equitably, a climate of mistrust and resentment is likely to develop. Such conditions undermine teamwork and collaboration, increasing the likelihood of conflict. These findings echo those of Lumenyera (2017), who, in a study conducted in secondary schools in Ilala District, Dar es Salaam, reported that poor leadership and a general lack of leadership skills were among the primary causes of conflict. His study concluded that leadership that fails to foster a collegial, inclusive, and respectful environment often leads to persistent staff conflicts.

Moreover, data presented in Table 4.1 indicate that most teachers (66%) strongly agreed or agreed with the statement that competition over limited resources is a significant cause of conflict among teachers in secondary schools. This finding suggests that scarcity of resources such as teaching materials, office space, incentives, and administrative support often leads to rivalry and tension among teachers as they strive to meet their professional obligations. Resource competition can foster feelings of inequality, favouritism, or neglect, especially when access to those resources appears uneven or poorly managed. This view was supported by one head of the school, HS03, who asserted that,
“…In our school, conflicts frequently arise among teachers over the limited staff housing. We have only three houses for seventeen teachers-one reserved for the head of school and the other two for teachers. Naturally, every teacher desires a house to avoid paying rent. I even recall an incident where another stabbed a teacher over this very issue…” (HS03, 10th April, 2025)

The quote from HS03 highlights that teacher-to-teacher conflicts in schools often stem from competition over limited resources. Teachers may be tense when essential teaching and support resources are scarce. These findings from the teachers’ questionnaires and the head of the school’s interview suggest that conflicts are more likely to arise when resources are insufficient and unfairly distributed. Therefore, ensuring equitable and transparent allocation of available resources can significantly reduce misunderstandings and promote harmony among staff. These results are supported by Mlay (2021), who noted that financial mismanagement, favouritism, competition for limited resources, overlapping responsibilities, and poor working environments are key contributors to conflict, particularly in private secondary schools.

Furthermore, data in Table 4.1 show that most teachers (78%) strongly agreed or agreed that unclear roles and responsibilities contribute to teacher conflicts. This finding indicates that ambiguity in task allocation and responsibility sharing leads to confusion, interference, and frustration. When teachers are unsure about their duties, overlaps and misunderstandings may occur, creating friction and weakening collaboration. These results underscore the importance of clearly defining and communicating each teacher’s roles and responsibilities. Establishing clear guidelines and expectations helps avoid role confusion and fosters accountability and cooperation within the school environment. The interview data with the town secondary education officer with a code TSEO affirmed this argument as he was quoted saying:
“…We strive to ensure that the teaching workload in our school is fairly distributed according to the available resources. However, when a teacher is assigned more teaching periods than others, they may resent the academic staff, feeling that they are being mistreated. We do not have full control over teacher allocations in our school; these assignments are primarily made by the central government and through internal transfers…” (HS04, 11th April, 2025).

The Town Secondary Education Officer (TSEO) response suggests that teachers often find themselves in conflict unintentionally, primarily due to the lack of clearly defined roles and responsibilities provided by school administrators. When expectations are not communicated, teachers may unknowingly overstep boundaries or neglect responsibilities, which creates tension among staff. Therefore, the findings from both the teachers’ questionnaires and the TSEO interview confirm that failure by school leaders to clearly outline teachers’ duties significantly contributes to workplace conflicts. These findings align with the study by Isabu (2017), which identified overlapping authority and undefined responsibilities as key factors behind conflicts among secondary school teachers.

Similarly, data from Table 4.1 show that most teachers (92%) strongly agreed or agreed that heavy teaching workloads constitute a significant cause of conflict in secondary schools. This indicates that when teachers are overloaded with work, it creates undue stress and exhaustion, which lowers morale and increases the likelihood of conflict with fellow teachers, academic coordinators, or school leaders. Teachers require a fair and manageable workload to perform effectively. Overburdened teachers may feel unsupported or unfairly treated, leading to frustration, resentment, and interpersonal disputes. These findings emphasize the need for school management to distribute teaching loads equitably, considering teachers’ capacities and the availability of resources, to foster a more harmonious and productive work environment.

The data from an interview with one head of school coded HS04 confirmed how overworked and overloaded teachers enter into conflict. This was evidenced when he articulated:

“…We strive to ensure that the teaching workload in our school is fairly distributed according to the available resources. However, when a teacher is assigned more teaching periods than others, they may resent the academic staff, feeling they are being maltreated. We do not have full control over teacher allocations in our school; these assignments are primarily made by the central government and through internal transfers…” (HS04, 11th April, 2025)

The response from HS04 supports the idea that heavy teaching workloads contribute significantly to teacher conflicts. However, the findings further suggest that teachers are sometimes overburdened due to a staff shortage, making workload distribution a practical challenge rather than a deliberate act. Despite this, teachers reported that favouritism influences workload allocation in many instances, where some teachers receive fewer responsibilities while others are consistently overloaded. Such perceived injustices create frustration and resentment, escalating conflicts between teachers and their supervisors. These findings are consistent with Catana (2015), who noted that inequitable task distribution, differing perspectives, and conflicting personal interests are familiar sources of conflict among secondary school teachers.

Additionally, data from Table 4.1 show that 77% of respondents strongly agreed or agreed that lack of cooperation among teachers is a significant cause of conflict in secondary schools. This suggests that when teachers fail to work collaboratively, tensions naturally arise. Poor collaboration can result from differing teaching philosophies, lack of team spirit, or insufficient encouragement and support from school leadership. When collaboration is weak, misunderstandings become more frequent, teamwork breaks down, and the school environment becomes less cohesive. Therefore, fostering a culture of cooperation through effective leadership, team-building initiatives, and shared responsibilities is essential in minimizing conflicts and promoting a harmonious working atmosphere. The findings were validated by an interview with TSC’s officer when elaborated:
“…We usually handle teachers’ disputes in our office, as they often come to us seeking resolution. However, when we investigate the root causes, we frequently find that the conflicts stem from a lack of cooperation between the teachers and their heads of school. This breakdown in collaboration often fuels misunderstandings and tensions, eventually escalating into disputes…” (TSC, 14th April, 2025)

The findings from both teachers and the TSC officer suggest that teacher-to-teacher conflicts in secondary schools are often fueled by a lack of resilience, which stems from poor cooperation among staff. When teachers fail to support one another, a spirit of collegiality is lost, leading to mistrust, tension, and misunderstandings in the school environment. This weakens their ability to handle challenges collectively, making conflict more likely. These results align with the findings of Briggs (2022), who noted that poor cooperation among teachers is frequently linked to inadequate administrative support, unclear communication channels, unfair distribution of resources, and conflicting educational ideologies. Such issues disrupt the harmony for effective teamwork and create an environment where conflict can emerge easily. Therefore, promoting a culture of mutual respect, open communication, and shared goals is vital in reducing conflict and strengthening teacher relationships.




4.4 [bookmark: _Toc201050120][bookmark: _Hlk197888046][bookmark: _Toc208371513]The Conflict Management Strategies Employed by Heads of Schools in Resolving Teacher’s Conflict
The second objective of this study focused on examining the conflict management strategies employed by heads of schools in resolving teachers' conflicts. To address this objective, data were primarily collected through questionnaires distributed to teachers and interviews conducted with heads of schools, the TSC officer, and the District Education Officer. The findings related to this objective are presented in Table 4.2 below.

[bookmark: _Toc200980499][bookmark: _Toc200980332][bookmark: _Toc208371343]Table 4.2: Conflict Management 
Strategie 1Employed by Heads of Schools [image: ]
Source: Field data, 2025

Data presented in Table 4.2 reveal that most secondary school teachers (90%) strongly agreed or agreed with the statement that mediation and negotiation are key conflict management strategies employed by heads of schools in resolving teachers’ conflicts. This finding suggests that most teachers acknowledge the role of their heads of schools in mediating and facilitating dialogue between conflicting parties. It implies that heads of schools often act as neutral mediators, guiding disputing teachers toward mutual understanding and resolution. Effective mediation and negotiation de-escalate tensions and promote a collaborative school environment. These findings are consistent with best practices in educational leadership, where school heads are encouraged to use non-confrontational and participatory approaches in conflict resolution to maintain harmony and professional relationships among staff.

Notably, interview data articulated by one head of school with a code HS05 affirmed that heads of schools often use mediation and negotiation conflict management strategies in their schools. HS05, when asked, said:
“…Whenever I learn that some teachers have misunderstandings or disagreements, whether related to work or personal matters, I consider it my responsibility to help them resolve these conflicts. I usually invite the involved teachers to my office and guide them through a discussion to identify the root causes of their dispute and work towards a mutually acceptable agreement. Throughout this process, I remain neutral and do not take sides; I act as a facilitator to promote open communication and ensure the conflict is effectively resolved…” (HS05, 15th April, 2025)


The Town Secondary Education Officer also added that:
“…Heads of schools are primarily responsible for resolving conflicts among teachers within their institutions. However, when conflicts escalate beyond their capacity or when heads of schools become directly involved, we must step in and assist them in facilitating discussions. Our role is to help the parties reach a mutual agreement to end the dispute and restore a harmonious working environment effectively...”(TSEO, 14th April, 2025)

The responses from the Town Secondary Education Officer (TSEO) and the head of school (HS05) confirm that mediation and negotiation are widely used strategies for resolving teachers’ disputes in secondary schools. However, they also noted that in more complex or unresolved cases, teachers and school heads often seek support from the District Education Officer’s office for further intervention. Overall, the findings from both the questionnaires and interviews indicate that mediation and negotiation enable school heads to guide conflicting teachers toward mutually acceptable solutions that address the concerns of all parties involved. This aligns with Briggs (2022), who affirmed that mediation provides a structured yet flexible approach to resolving conflicts cooperatively, leading to more sustainable outcomes and preserving professional relationships.

Similarly, data presented in Table 4.2 show that most teachers in secondary schools (83%) strongly agreed or agreed that a collaborative approach is used by heads of schools in resolving teachers’ conflicts. This suggests that school leaders often involve other key stakeholders such as senior teachers or school board members—in conflict resolution processes. The collaborative approach emphasizes open communication, shared problem-solving, and collective decision-making. By fostering teamwork and inclusivity, this method encourages transparency and trust among staff, which are essential for maintaining a positive and harmonious working environment. Another head of school with a code HS06 explained:
“…Teachers’ conflicts affect everyone in the school community. Whenever a conflict arises, it becomes evident to all. To address this, I usually select senior teachers who are respected by all parties involved and bring them together in a meeting to resolve the conflict. Sometimes, instead of holding a group meeting, I assign these senior teachers to meet individually with the teachers in conflict to discuss the issues and explore possible solutions…” (HS06, 16th April, 2025)

These findings indicate that heads of schools sometimes delegate conflict resolution responsibilities to senior teachers who are respected and trusted within the school community. This delegation helps ease the administrative burden on the heads of schools while creating a more comfortable environment for teachers in conflict. Teachers may feel more open and at ease when addressing their issues with a colleague rather than a superior, leading to more honest communication and quicker resolution. These findings align with those of Soner (2016), who recommended various conflict resolution strategies, such as integration, reconciliation, compromise, avoidance, and domination, to be adopted by school management committees to handle conflicts among secondary school teachers effectively.

Furthermore, the findings are supported by the Organizational Conflict Management Theory (OCMT), which provides a valuable framework for school administrators. The theory emphasizes the importance of identifying specific types of conflict such as interpersonal disagreements and applying suitable strategies to manage them. It encourages fostering open communication, mutual understanding, and collaborative problem-solving, all crucial in a school setting.

Additionally, data presented in Table 4.2 reveal that most teachers (86%) strongly agreed or agreed that counselling is among the strategies employed by heads of schools in resolving teachers' conflicts. This suggests that many school leaders recognize the importance of personal guidance in conflict management. Counselling allows heads of schools to address not only surface-level disputes but also teachers' underlying emotional and professional concerns. Through active listening, empathy, and guidance, school heads help conflicting parties to reflect, re-evaluate their positions, and work toward mutual understanding and cooperation. This approach contributes to a healthier and more supportive school environment where conflicts are managed constructively. Through counselling, the dispute may be easily solved and managed. This was evident when one school head with a code HS02 said:
“…I make it a point to hold counselling sessions in my school regularly, whether or not there is an ongoing conflict. The goal is to help teachers build tolerance for one another, as we come from diverse social backgrounds with different perceptions and ambitions, which can sometimes lead to disputes. Therefore, counselling teachers can both prevent and resolve conflicts in schools…”(HS02, 9th April, 2025).

The responses from HS02 highlight that counselling provided by heads of schools plays a crucial role in helping teachers navigate interpersonal conflicts and find peaceful solutions. Moreover, counselling services contribute to teachers’ ability to manage stress, achieve a better balance between work and personal life, receive emotional support, and acquire conflict resolution skills. These benefits collectively create a more positive and productive teaching environment in secondary schools. Furthermore, data presented in Table 4.2 show that most teachers (84%) strongly agreed or agreed that impartiality and fair decision-making are essential strategies employed by heads of schools when resolving teachers’ conflicts. This indicates that most teachers recognize and appreciate the efforts of school leaders to remain neutral and unbiased by treating all disputants equally during conflict resolution. An impartial head of the school carefully considers all perspectives and bases decisions on facts, ensuring that outcomes are fair and acceptable to all parties involved.

An interview with a TSC officer reinforced this view, revealing that TSC often advises heads of schools on the critical importance of neutrality in conflict management (Interview with TSC officer, 14th April 2025). This external guidance supports the idea that school leaders know the need to maintain impartiality when addressing teacher disputes. These findings suggest that heads of schools who practice fairness and impartiality foster trust and cooperation among teachers, leading to more effective conflict resolution. This aligns with the findings of Kapunda and Daka (2020), who observed that principals adopting collaborative and integrative approaches-such as promoting open communication, encouraging compromise, and empowering teachers in decision-making tend to enhance teacher motivation and create a healthier school climate. Thus, impartiality resolves conflicts and strengthens the overall teaching and learning environment.

4.5 [bookmark: _Toc201050121][bookmark: _Hlk197888269][bookmark: _Toc208371514]The Adequacy of Training Provided to Heads of Schools in Effectively Resolving Teacher’s Conflict
Heads of secondary schools need to be adequately trained in conflict management strategies to effectively prevent and resolve conflicts, as such disputes can significantly impact teaching and learning in schools. Therefore, the final objective of this study was to assess the adequacy of the training provided to heads of schools in effectively managing teachers’ conflicts. To address this objective, the researcher formulated two sub-research questions: What conflict management programs have heads of schools been trained in? And to what extent is the training provided to heads of schools adequate for effectively resolving teachers’ conflicts? Data related to these questions were primarily collected through interviews with heads of schools, the TSC officer, and the District Education Officer. The findings related to this objective are presented below.

4.5.1 [bookmark: _Toc201050122][bookmark: _Toc208371515]Training Programs Given to Heads of Schools in Managing Teachers’ Conflict
The researcher held interview schedules conducted with heads of schools and district education officers to determine all training programs provided to help heads of schools manage teachers’ conflict in secondary schools. To start with one head of school coded HS03 whose articulation was:

“…There are no specific training programs designed to equip heads of schools with essential skills in conflict management strategies. Typically, education leaders at the district level mention some strategies during our meetings. However, we sometimes lose focus because these meetings cover many different issues simultaneously…”  (HS03, 10th April, 2025)

The statement from HS03 reveals a significant gap in the professional development of heads of schools, indicating that they have not received specialized training programs focused on managing teachers’ conflicts. This suggests that many school leaders rely primarily on their experience and intuition rather than proven conflict management strategies when addressing teacher disputes. Consequently, the lack of formal training may limit their effectiveness in resolving conflicts efficiently and fairly, potentially allowing issues to escalate or remain unresolved. 

These findings underscore the urgent need for structured conflict management training to equip school leaders with the necessary skills and knowledge to foster a harmonious working environment. Without such training, heads of schools may struggle to implement best practices, which can negatively impact staff morale and overall school performance. This aligns with previous research highlighting that professional development in conflict resolution is critical for school administrators to handle interpersonal conflicts constructively and maintain a favourable educational climate.

Another head of school with a code HS04 cemented:
“…I have served as a head of school for over five years but have never attended any workshop or seminar on conflict management. However, we are guided by standing orders, rules, and school administration regulations. I believe we were introduced to various conflict management strategies during our college studies, particularly through courses in human resource management in education. Therefore, I would say that I am adequately skilled in handling teacher conflicts…” (HS04, 11th April, 2025)

The responses from HS04 suggest that some heads of schools possess conflict management skills acquired during their college education. Additionally, the availability of various official documents and guidelines appears to support these leaders in effectively addressing teachers’ conflicts, even in the absence of specialized seminars or formal training sessions. This indicates that while formal, targeted training programs may be lacking, heads of schools can still develop essential conflict resolution competencies through foundational education and reference materials provided by educational authorities. 

However, relying solely on prior knowledge and documents may not be sufficient to address the complex and evolving nature of school conflicts. Therefore, continuous professional development through workshops or seminars could enhance their skills and ensure that conflict management practices remain effective and current. This perspective aligns with broader educational research emphasizing the importance of ongoing training to complement initial preparation and strengthen leadership capacities in conflict resolution.

Similarly, the district education officer, when asked on a similar question, he revealed that:
“Frankly speaking, we do not have a dedicated budget to conduct formal training on conflict management strategies. However, we train through alternative means, and it has proven effective. We often visit schools to engage with teachers and heads of schools, and we use that opportunity to guide heads on various strategies for managing teacher conflicts. Additionally, before appointing a teacher as a head of school, we discuss with them how to run a school effectively, inclu
ding aspects of conflict management.” (TSEO, 14th April, 2025)
	
The response from the District Education Officer aligns closely with the views of HS03 and HS04, collectively indicating that there are no formally established training programs specifically tailored to equip heads of schools with conflict management skills. Instead, educational leaders at the district level tend to share knowledge informally—through routine meetings or personal guidance—rather than through structured workshops or seminars. While there is a clear awareness of the importance of such training, limited financial resources hinder the organization of formal capacity-building initiatives.

These findings suggest that although heads of schools receive some form of exposure to conflict management strategies, the lack of structured, comprehensive training limits their preparedness to handle increasingly complex interpersonal and professional conflicts in school settings. This observation resonates with the study by Smith and Johnson (2020), who emphasized the critical need for in-depth professional development programs focusing on conflict resolution. Similarly, Watkins and Morgan (2021) found that while most school leaders had received general administrative training, only a small fraction felt adequately prepared to mediate conflicts among teachers. They advocated practical, scenario-based training modules to build leaders’ confidence and equip them with actionable strategies.

4.5.2 [bookmark: _Toc201050123][bookmark: _Toc208371516]The Extent of Training Provided to Heads of Schools is Adequate in Effectively Resolving Teachers’ Conflict
As previously mentioned, heads of schools are believed to have received some training on managing teachers’ conflicts in secondary schools. This sub-question aimed to assess the extent to which such training has effectively enabled heads of schools to resolve disputes among teachers. Participants shared their perspectives in response to this question. To begin with, one head of school, coded HS05, was quoted as saying:
“Although we do not receive comprehensive and consistent training on managing teachers’ conflicts, we can still apply the skills we have effectively. The limited training we receive helps us build confidence in our decisions when resolving conflicts among teachers.” (HS05, 15th April, 2025)

The response from the head of the school (HS05) implies that although the training provided on conflict management is limited, it is still utilized effectively in resolving teachers’ conflicts. This suggests that even minimal exposure to conflict resolution strategies can positively impact the situation when applied appropriately. However, the findings also highlight the need for more structured and comprehensive training to enhance the effectiveness of conflict management among school leaders. When training is inadequate, heads of schools are left to rely on personal experience and general leadership knowledge, which may not always be sufficient in handling complex interpersonal disputes. These findings align with the views of Smith and Johnson (2020), who emphasized the importance of targeted professional development to equip school leaders with practical tools for effective conflict resolution. Thus, strengthening training programs would likely improve the overall management of teacher conflicts in secondary schools, creating a more harmonious teaching environment.

Similarly, the other school head with a code HS06 elaborated:
The skills we have acquired from various sources have significantly enhanced our ability to resolve conflicts effectively within schools. As a result, when teachers' disputes are addressed and settled, a safer and more supportive working environment is created, which ultimately leads to improved job performance.” (HS06, 16th April, 2025). “

The responses from HS06 indicate that the conflict resolution skills acquired by heads of schools through various general training programs contribute to fostering safer and more collaborative working environments in secondary schools. Despite the absence of formal, specialized seminars or workshops specifically targeting conflict management, heads of schools apply various techniques, often drawn from personal experience or general leadership training, to manage disputes effectively. The combined findings from HS05 and HS06 suggest that while training in conflict management exists in some form, it remains insufficient in scope and depth. This highlights a gap in professional development that, if addressed, could significantly enhance the ability of school leaders to prevent and resolve teacher conflicts proactively. 

The results align with Anna (2022), who noted that effective conflict resolution strategies positively impact school management by promoting peace, teamwork, high teacher retention, and improved academic outcomes. Similarly, Mulenga and Luangala (2022) observed that while school leaders often receive general leadership training, there is a notable lack of specialized instruction on mediating teacher disputes. Therefore, the findings underscore the urgent need for comprehensive, targeted training programs that equip heads of schools with practical and context-specific conflict management skills.



[bookmark: _Toc201050124][bookmark: _Toc208371517]CHAPTER FIVE
[bookmark: _Toc201050125][bookmark: _Toc208371518]SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc201050126][bookmark: _Toc208371519]5.1 Introduction
The general objective of this study was to examine school management strategies in managing conflicts among secondary school teachers in Bunda Town Council, Mara Region. Chapter Five summarises the study, main findings, and conclusions aligned with the specific objectives, recommendations, and suggestions for further research.

[bookmark: _Toc201050127][bookmark: _Toc208371520]5.2 Summary
[bookmark: _Toc201050128][bookmark: _Toc208371521]5.2.1 Summary of the Study
This study investigated school management strategies for managing conflicts among secondary school teachers in Bunda Town Council, Mara Region. Specifically, it explored the major causes of teacher conflicts in secondary schools, examined the conflict management strategies employed by heads of schools, and assessed the adequacy of training provided to heads of schools in effectively resolving teacher conflicts. Follett’s Organizational Conflict Management Theory (OCMT) was the theoretical framework. The study adopted a mixed methods approach under the pragmatism paradigm, utilizing a convergent design. The sample comprised 83 respondents, including 75 teachers, 6 heads of schools, 1 district education officer, and 1 officer from the Teachers Service Commission (TSC). Data collection methods included questionnaires and interviews.

[bookmark: _Toc201050129][bookmark: _Toc208371522]5.2.2 Summary of the Main Findings
Based on the findings from the three specific objectives discussed in Chapter Four, the following main points were summarized:
i) Causes of Teachers’ Conflict: Multiple factors contributed to conflicts among teachers in secondary schools, including poor communication, ineffective leadership styles, competition over limited resources, unclear roles and responsibilities, heavy teaching workloads, and lack of cooperation. These factors increased the likelihood of misunderstandings and conflicts among teachers.
ii) Conflict Management Strategies: Heads of schools actively addressed teacher conflicts using various strategies to create a safer teaching environment. The most commonly employed approaches included mediation, negotiation, collaboration, counselling, impartiality, and fair decision-making.
iii) Adequacy of Training: Heads of schools generally did not receive formal training on conflict resolution from district authorities. Instead, they relied heavily on prior experience and knowledge. While some training was imparted through academic forums and TAHOSSA meetings, it was limited. Nonetheless, heads of schools effectively utilized their existing knowledge to manage conflicts in their schools.

[bookmark: _Toc201050130][bookmark: _Toc208371523]5.3 Conclusions
Drawing from the study findings, the following conclusions were made:
1. Regarding the Causes of Conflict: Teacher conflicts will likely persist in secondary schools if contributing factors are not addressed by teachers, school leaders, the community, and the government. Continuous conflicts hinder teachers’ performance and negatively affect students’ academic outcomes.
2. Regarding Conflict Management: It is essential for heads of schools to continually enhance their skills and knowledge of various conflict management strategies. By doing so, they can effectively resolve conflicts among teachers, fostering a more harmonious and productive education 
3. Regarding Training Adequacy: Although heads of schools successfully manage conflicts, they lack sufficient formal training and necessary skills in conflict resolution. Thus, currently training programs provided to heads of schools are inadequate.

[bookmark: _Toc201050131][bookmark: _Toc208371524]5.4 Recommendations for Action
Based on the study’s findings and conclusions, the following recommendations are proposed:
a) 	All stakeholders should actively contribute to preventing conflicts among teachers in secondary schools.
b) 	Heads of schools should primarily focus on preventing conflicts rather than merely resolving them. However, when conflicts occur, they must apply appropriate conflict management strategies.
c) 	Adequate and comprehensive training programs should be provided to heads of schools, exceptionally newly appointed ones, to equip them with essential skills for effective conflict management.
		
[bookmark: _Toc201050132][bookmark: _Toc208371525]5.5 Recommendations for Further Studies
The researcher recommends that future studies should explore how conflicts among teachers impact students’ academic performance in public secondary schools.
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[bookmark: _Toc201050134][bookmark: _Toc208371527]APPENDICES

APPENDIX I: QUESTIONNAIRES GUIDE FOR TEACHERS
Dear respondent,
[bookmark: _Hlk185283033]I am Edigga Sibora Thobias, a master’s student in the Faculty of Education at the Open University of Tanzania, pursuing a master's of Education in Administration and Policy Studies (MED-APPS). I am researching “School Management Strategies in Managing Conflict among Teachers in Public Secondary Schools in Bunda Town Council”. I kindly request your participation in this study by completing this questionnaire. The information you provide will be used for this research and kept confidential. Please be honest and do not include your name anywhere on this questionnaire. I appreciate any help you can provide.
         PART A: Demographic Information (Please put a tick [ V] in the appropriate response).
1. Gender;
(a) Male                                                    (b)  Female    
2. Level of education;
(a) Diploma                                                (c) Postgraduate         
(b) Degree                                                   
3. Teaching experience;
(a) 1-5 years                                              (c)  11-15 years    
(b) 6-10 years                                            (d)   over 15 years        

PART B: Major causes of teachers’ conflicts in the secondary schools in Bunda Town Council
[bookmark: _Hlk187902605][bookmark: _Hlk176095007]Please tick the appropriate response in the following statements indicate the major causes of teachers’ conflicts in the secondary schools in Bunda Town council by using the following scale: Strong Disagree (SD); Disagree (D); Neutral (N); Agree (A), Strong Agree (SA)
	
Statements
	Options

	
	       SD
	       D
	      N
	      A
	     SA

	i) Lack of communication is a major cause of conflicts in this school.
	
	
	
	
	

	ii) Differences in teaching philosophies and methods often lead to conflicts among teachers.
	
	
	
	
	

	iii) Insufficient support from school administration contributes significantly to conflicts among the teachers in these schools.
	
	
	
	
	

	iv) Personal conflicts and interpersonal issues between teachers are prevalent causes of conflict in these schools.
	
	
	
	
	

	v) Poor leadership styles of school administrators influence conflicts among teachers.
	
	
	
	
	

	vi) Competition for limited resources in schools often leads to conflicts among teachers.
	
	
	
	
	

	vii) Unclear roles and responsibilities primarily drive teachers' conflicts.
	
	
	
	
	

	viii) Heavy workloads and stress contribute to conflicts among secondary school teachers.
	
	
	
	
	

	ix) Conflicts among teachers arise from unfair treatment or favouritism by school leadership.
	
	
	
	
	

	x) Lack of cooperation among teachers often leads to conflicts in secondary schools.
	
	
	
	
	



PART C: Conflicts management strategies employed by heads of schools in resolving teachers’ conflicts. 
Please tick the appropriate response in the following statements indicating conflict management strategies employed by heads of schools in resolving teachers’ conflicts by using the following scale: Strong Disagree (SD); Disagree (D); Neutral (N); Agree (A), Strong Agree (SA)
	
Statements
	Options

	
	      SD
	       D
	      N
	     A
	     SA

	i) Heads of schools effectively mediate conflicts between teachers in this school.
	
	
	
	
	

	ii) Heads of schools regularly employ conflict resolution strategies such as mediation and negotiation.
	
	
	
	
	

	iii) The conflict management strategies used by heads of schools are transparent and well-communicated to all staff members in these schools.
	
	
	
	
	

	iv) The conflict resolution strategies implemented by heads of schools are generally effective in resolving teacher conflicts in this school.
	
	
	
	
	

	v) The head of schools regularly uses mediation to resolve teachers’ conflicts.
	
	
	
	
	

	vi) The head of the school often uses a collaborative approach to address teachers’ conflicts.
	
	
	
	
	

	vii) The school leadership resolves conflicts through impartial and fair decision-making.
	
	
	
	
	

	viii) Heads of schools involve teachers in the conflict resolution process.
	
	
	
	
	

	ix) Heads of schools in Bunda Town Council frequently provide counselling sessions to resolve conflicts.
	
	
	
	
	

	x) The heads of schools regularly use mediation to resolve teachers’ conflicts.
	
	
	
	
	



PART D: Adequacy of training provided to heads of schools in effectively resolving teachers' conflict
Please tick the appropriate response in the following statements indicate the adequacy of training provided to heads of schools in effectively resolving teachers’ conflicts by using the following scale: Strong Disagree (SD); Disagree (D); Neutral (N); Agree (A), Strong Agree (SA).




	
Statements
	Options

	
	      SD
	      D
	      N
	     A
	      SA

	i) Heads of the school receive comprehensive training on conflict on conflict resolution techniques in this school.
	
	
	
	
	

	ii) The training provided to heads of schools includes practical, real-world scenarios for managing conflicts in this school.
	
	
	
	
	

	iii) Do you think that heads of schools feel confident in their conflict resolution skills due to the training they receive
	
	
	
	
	

	iv) Do the current training programs adequately prepare heads of school to handle conflicts among the teachers effectively in this school?
	
	
	
	
	

	v) Heads of schools in Bunda Town Council have access to regular workshops on conflict resolution.
	
	
	
	
	

	vi) The training provided to heads of schools significantly improves their ability to resolve conflicts among teachers.
	
	
	
	
	

	vii) Conflict resolution training for heads of schools includes practical approaches to problem-solving
	
	
	
	
	

	viii) The training provided to heads of schools equips them with effective conflict resolution.
	
	
	
	
	

	ix) Heads of schools receive adequate training in communication skills for conflict management.
	
	
	
	
	

	x) Training in emotional intelligence helps heads of schools manage teachers' conflicts effectively.
	
	
	
	
	



Thank you for your co-operation
                                                    


APPENDIX II
INTERVIEW GUIDE FOR HEADS OF PUBLIC SECONDARY SCHOOLS
I am Edigga Sibora Thobias, a master’s student in the Faculty of Education at the Open University of Tanzania, pursuing a master's of Education in Administration and Policy Studies (MED-APPS). I am researching “School Management Strategies in Managing Conflict among Teachers in Public Secondary Schools in Bunda Town Council”. I kindly request your participation in this study by completing the following questions. The information you provide will be used for this research and kept confidential. Please be honest and do not include your name anywhere in this interview. I appreciate any help you can provide.
I kindly request you to cooperate with me in this study by answering the following questions. The information you will provide is for academic purpose only and will remain confidential.
1. What patterns or recurring issues do you observe in teacher conflicts within secondary schools?
2. How do you think teaching methodologies and administrative support differences impact teacher conflicts?
3. What conflict resolution strategies do you commonly use to manage teacher conflicts?
4. How do you decide which strategies to apply in different conflict situations?
5. What type of training have you received on conflict resolution as head of school?
6. [bookmark: _Hlk176098505]How well do you feel this training has prepared you to handle conflicts among teachers? 
I appreciate your cooperation.

APPENDIX III
INTERVIEW GUIDE FOR TEACHERS SERVICE COMMISSION OFFICER
Dear respondent,
I am Edigga Sibora Thobias, a master’s student in the Faculty of Education at the Open University of Tanzania, pursuing a master's of Education in Administration and Policy Studies (MED-APPS). I am researching “School Management Strategies in Managing Conflict among Teachers in Public Secondary Schools in Bunda Town Council”. I kindly request your participation in this study by completing the following questions. The information you provide will be used for this research and kept confidential. Please be honest and do not include your name anywhere in this interview. I appreciate any help you can provide.
1. What are the most common causes of teacher conflicts that have been reported to the TSC? 
2. how do issues like communication breakdowns and resource allocation contribute to conflicts among teachers?
3. What strategies does the TSC recommend for heads of schools to manage and resolve teacher conflicts?
4. What kind of support does TSC offer to heads of schools in implementing conflict resolution strategies?
5. What training programs does the TSC provide for heads of schools regarding conflict resolution?
6. What feedback have you received from heads of schools about the training on conflict resolution?     
Thank you for your time and sincere cooperation.


APPENDIXES IV
INTERVIEW GUIDE FOR TOWN SECONDARY EDUCATION OFFICER
Dear respondent,
I am Edigga Sibora Thobias, a master’s student in the Faculty of Education at the Open University of Tanzania, pursuing a master's of Education in Administration and Policy Studies (MED-APPS). I am researching “School Management Strategies in Managing Conflict among Teachers in Public Secondary Schools in Bunda Town Council”. I kindly request your participation in this study by completing this questionnaire. The information you provide will be used for this research and kept confidential. Please be honest and do not include your name anywhere in this interview. I appreciate any help you can provide.
1. [bookmark: _Hlk176097832]What patterns or recurring issues do you observe in teacher conflicts within secondary schools?
2. How do you think teaching methodologies and administrative support differences impact teacher conflicts?
3. What conflict management strategies do you observe being used by heads of schools?
4. How do heads of schools typically address and resolve conflicts between teachers?
5. What kind of training do heads of schools receive on conflict resolution?
6. How do you assess whether this training adequately prepares heads of schools for handling conflicts?
                             
[bookmark: _Hlk199325612]Thank you for your time and sincere cooperation.

APPENDIXES V
RESEARCH CLEARANCE FROM OUT
THE UNITED REPUBLIC OF TANZANIA
MINISTRY OF EDUCATION, SCIENCE AND TECHNOLOGY
THE OPEN UNIVERSITY OF TANZANIA


Ref.No: OUT/ PG202101301                                          17th March, 2025
Regional Administrative Secretary,
Mara Region,
P. O. Box 299,
Musoma-Mara.

RE: RESEARCH CLEARANCE FOR STUDENT SIBORA, EDIGGA THOBIAS  
       (PG202101301)
1. The Open University of Tanzania was established by an Act of Parliament No.17of1992, which became operational on the 1st March 1993 by public notice No.55 in the official Gazette. The Act was however replaced by the Open University of Tanzania Charter of 2005, which became operational on1st January 2007. In line with the Charter, the Open University of Tanzania missions to generate and apply knowledge through research.
2. To facilitate and to simplify research process therefore, the act empowers the Vice Chancellor of the Open University of Tanzania to issue research clearance, on behalf of the Government of Tanzania and Tanzania Commission for Science and Technology, to both its staff and students who are doing research in Tanzania. With this brief back ground, the purpose of this letter is to introduce to you Sibora Edigga Thobias (PG202101301), pursuing Master of Education Administration Planning and Policy Studies. We hereby grant this clearance to conduct are search titled “School Management Strategies in Managing Conflict Among Teachers in Public Secondary Schools in Bunda Town Council”. He will collect his data from 14th March to 14th April, 2025.
3. In case you need any further information, kindly do not hesitate to contact the Deputy Vice Chancellor (Academic) of the Open University of Tanzania, P.O. Box 23409, Dar es Salaam. Tel: 022-2-2668820.We lastly thank you in advance for your assumed cooperation and facilitation of this research academic activity.
                                                                         Yours sincerely,
[image: ]THE OPEN UNIVERSITY OF TANZANIA
                                               Prof. Gwahula Raphael Kimamala
For: VICE CHANCELLOR
APPENDIX VIII
RESEARCH PERMIT FROM REGIONAL ADMINISTRATIVE SECRETARY
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APPENDIX IX
RESEARCH PERMIT FROM BUNDA TOWN COUNCIL
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1 Poor Communication 34 45 17 23 6 8 13 17 5 6.7

2 Poor leadership styles by school administrator 40 53 15 20 3 4 10 13 7 9.3

3 Competition over limited resources 26 35 23 31 6 8 11 15 9 12

4 Unclear roles and responsibilities 28 37 31 41 3 4 9 12 4 5.3

5 Heavy teaching workloads 50 67 19 25 5 6.7 0 0 1 1.3

6 Lack of cooperation 33 44 25 33 7 9.3 6 8 4 5.3
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S/N Statement F % F % F % F % F %

1 Mediation and negotiation 49 59 26 31 2 2.4 4 4.8 2 2.4

2 Collaborative approach 38 46 31 37 3 3.6 5 6 6 7.2

3 Counselling 51 61 21 25 4 4.8 4 4.8 3 3.6

4 Impartial and fair decision-making 45 54 25 30 5 6 3 3.6 5 6

SA A N DS SD
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REGIONAL COMMISSIONER'S OFFICE,
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P.O. BOX 299,

31101 MUSOMA.

TANZANIA.
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E-mail: [AsINEre @amisemi.qo.tz

Ref. No FA 180/227/010/48 26 March, 2025

Town Director,
Bunda Town Council,
P.O. Box 219,
BUND/ .

RE: RESEARCH CLEARANCE FOR SIBORA EDIGGA THOBIAS PG202101301

Reference is made to the above mentioned subject.

2 The ahove named student from Open University of Tanzania — Dar es Salaam
applied for permission to conduct research clearance titled “Schooi Management

Stratenies in managing conflict among public secondary school teachers”. A case

study iti Bunda Town Council.

2. Permission is hereby granted for him/her to conduct research from 14™ March, 2025

to 14" April, 2025.

3 Please accord him with all necessary assistance.
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At Ay ime

Gerald M. Kusaya
REGIONAL ADMINISTRATIVE SECRETARY

Copy: District Administrative Secretary,
BUNDA DISTRICT.

. 5 Deputy Vice Chancellor (Academic),
Open University of Tanzaris,
PO BOX. 23409, T W
DAR ES SALAAM.

i . SIBORA EDIGGA THOBIAS phone: 0765 156 184
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Bunda Town Council,

Town Human Resource Officer,
Bunda Town Council,

P.O. Box 219,

BUNDA.

RE: PERMIT OF RESEARCH CLEARANCE FOR SIBORA EDIGGA THOBIAS.

Refer to the heading above.
2. Reference is made on the letter dated 26" March, 2025 with reference number
FA.190/227/227/0101/48 of the above captioned subject.

3. | would like to introduce to you Mr. Sibora Edigga Thobias who expects to conduct research
title “School Management Strategies in Managing Conflict Among Public Secondary
School Teacher’s” A case study at Bunda Town Council. For a period of 14 March,

2025 to 14" April 2025.

4. With this letter you are requested to provide the necessary co-operation in completing the
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research as intended.
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¥ Town Planning and Coordination Officer,
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S1LP 219, - For Information

BUNDA

. SIBORA EDIGGA THOBIAS

L
Bunda Town Council IdarayaMaiji Street, P.O.Box 219 Bunda — Mara

Tel No: + 255 (028) 2621773, Fax No: +225(028)2621773
Email:td@bundatc.go.tz, Website: www.bundatc.go.tz
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