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ABSTRACT

Using a mixed-methods design, this study examauedlict management styles
of elementary school principals in South Carolind the relationship of conflict
management style and school climate. The Rahinai@zgtional Conflict Inventory-II,
Form B, which identifies five styles of managingficct, was used to determine
principal conflict management style preferencegh&indicators on the South Carolina
school report cards were used to measure schowhiei Seven principals were
interviewed to obtain additional information on f8art management style preferences.
Quantitative data were analyzed using descriptiaissics and the Spearman’s rho
statistic. Interviews were transcribed and analytpeprovide qualitative data. Principals
in the study strongly preferred the Integratingftonmanagement style. No significant
correlation was found to exist between principaiftot management style and school
climate indicators. The interviews extended théanstanding of principal conflict
management practices. Principals linked trudenisg, addressing conflict issues

promptly and directly, and self-knowledge to effeetconflict management practices.
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CHAPTER |

INTRODUCTION

The history of education in the United States es a history of education
reform. Major reforms since mid-twentieth centhigve focused primarily on improving
student achievement, and the effects of thesemaftiave carried over into twenty-first
century education practices. Of particular noteraforms brought about by the
Elementary and Secondary Education Act of 1965Fiipeality of Educational
Opportunity Study of 1966, widely known as the @uda& Report; A Nation at Risk: The
Imperative for Educational Reform of 1983; and NweChild Left Behind Act of 2001
(NCLB), which became law in 2002. In 2009, the Aiten Recovery and Reinvestment
Act of 2009 (ARRA) was signed into law. This ldgiton focused on stimulation of the
economy; support for job creation; and investmertritical sectors, including education.
To this end, $4.35 billion was initially allocatéat the Race to the Top program, which
provided, through competitive grants to statesgiiag for school and district
improvement. The full appropriation for ARRA hagdm awarded by the end of 2010.
These reform measures have been accompanied leagsct accountability. During the
latter part of the twentieth century and first diszaf the twenty-first century, states
developed state-wide curriculum standards and sissggs, which often varied widely
from state to state. A number of state assessmamtsdeveloped before NCLB, and the

disparity in the rigor of assessments allowed i@quity in reported student

www.manaraa.com



achievement and rankings from state to state. differences in reported achievement
affected federal funding awarded to states andiclist particularly under the guidelines
of NCLB.

The most recent reform effort is the Common Coen&ards Initiative, which
arose in part to rectify the problem of the disfyan standards from state to state, and
also to address student mobility, global competijtend skills needed for today’s jobs.
The Common Core Standards Initiative has produoeel standards in two areas,
mathematics and English language arts and litexgloich have been developed under
the leadership of the National Governors Assoamadind the Council of Chief State
School Officers. This initiative is state-led, astdte adoption of the Common Core State
Standards (Core Standards) is voluntary. As dy@4x13, 45 states, the District of
Columbia, four United States territories, and tlep&tment of Defense Education
Activity have adopted the Core Standards. Soutiol®a is one of these. Currently,
states are collaborating to develop common assegsrakgned to the Core Standards.
These are to be available for use by 2014-2015e@ommon assessments of the Core
Standards are in use, assessment of student act@atean be compared among all
participating states. This holds the potentialdosuring high standards on a national
level. This also implies pressure on schools aatks to produce student achievement
that is competitively high.

State reform efforts have paralleled the nationmahgfor education reform. In
South Carolina, this is evident in the state’s didopof the Core Standards as well as in

recent state legislation related to education. Héhgcation Accountability Act of 1998
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(EAA), has been a key influence on education pecastin South Carolina. The law
states:

The General Assembly finds that South Carolinisaageha commitment to public

education and a conviction that high expectationgfl students are vital

components for improving academic achievemenis the purpose of the

General Assembly . . . to establish a performamsed accountability system for

public education which focuses on improving teagtand learning so that

students are equipped with a strong academic faiomdaAccountability . . .

means acceptance of the responsibility for imprgwitudent performance and

taking actions to improve classroom practice afebscperformance by the

Governor, the General Assembly, the State Depattofdaducation, colleges

and universities, local school boards, administsatieachers, parents, students,

and the community. Section 59-18-100
The EAA mandates academic standards in core aca@gesas; an assessment program
that measures student performance; accountabiligpecific measures of student,
school, and district performance; and sanctionsébools and districts that fail to meet
the prescribed standards. The mandates of the &®&ANCLB highlight the importance
of school success.

Although the search for ways to improve schoolsosnew, current reform
efforts highlight its importance. A look at factazonsidered to have affected school
performance offers a window into new ways of impngvschools. School climate is one
of those factors, and has been studied from a nuoflperspectives for more than four

decades, with varying emphases. A number of resees (Edmonds, 1982; Edmonds &
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Frederiksen, 1979; Goddard, Sweetland, & Hoy, 264k, 2000; Lezotte & Jacoby,
1990) have linked school climate to school effeariess. Principal leadership has also
been an area of interest. Some studies focusagielighip styles and behaviors (Bass,
1985; Bennis, 1989; Bennis & Nanus, 1987; GolerBamyatzis, & McKee, 2002;
Kouzes & Posner, 1987). Others investigate spelgéidership traits (Kenny & Zaccaro,
1983; Lord, De Vader, & Alliger, 1986; Stogdill, 48, 1964; and Zaccaro, 2007).
Leader conflict management style is one of thedestdp characteristics of interest to
students of organizational effectiveness withinggahleadership and management
studies and within education.
Purpose

The purpose of this study was to examine the maiahip between principal
conflict management style and school climate, wh#hintent of furthering the
knowledge related to factors that contribute toostimprovement. The study builds on
the conflict management work of Blake and Mouto®6d), Thomas (1976, 1992), and
Rahim (2001) and on the school climate work of enber of researchers, including
Anderson (1982), Gettys (2003), Stevenson (2008geBey (1992), and White (2005).
In addition to contributing to operational knowledigr educational practitioners, the
investigation stands to extend the understandirtbeofvork of these researchers.

Research Questions
The study seeks to answer the following questions:
1. What conflict management styles do South Caroliesentary school

principals prefer?
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2. What relationship exists between principal confficinagement style and the
following resource indicators of school climaterqent of teachers returning
from the previous year, percent of teachers wittaaded degrees, average
teacher salary, and teacher attendance rate?

3. What relationship exists between principal conii@anagement style and the
following process indicators of school climate: qant of teachers satisfied with
the learning environment, percent of teachersfeadisvith the social and
physical environment, percent of teachers satisfigdd home-school relations,
and engagement in professional development?

4. In what ways do principal conflict management spyleferences relate to
principals’ work with teachers?

Significance

This study examines the relationship between gaiconflict management style
and school climate in elementary schools in Sowfoltha. Principal conflict
management style is an aspect of principal leagestfle. In a 2004 study sponsored by
The Wallace Foundation, Leithwood, Louis, Andersamd Wabhlstrom found that
“leadership is second only to classroom instrucéiorong all school-related factors that
contribute to what students learn in school” (paB)l that leadership effects are usually
strongest when and where they are needed mostrepbe further asserts what
practitioners have likely experienced, which ig teidective leaders contribute to student
learning indirectly, to a great extent through thefluence on other people and on
features of the organization. This indirect inflae, as it involves those aspects of school

climate related to teachers and their work, isftleeis of this study.
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The study extends the research relating to lezmidtict management style and
its effects on organizational success within tle&lfof organizational studies and in
education. Within education, a number of recamdiss have investigated one or more
aspects of conflict management style, leadersklp,stnd school climate (Blackburn,
2002; Blackburn, Martin, & Hutchinson, 2006; Dikgr2005; Feiten, 2010; Hoffman,
2007; Reed, 2005; Robinson, 2010; Scallion, 20HWoF, 2001). With the exception of
Scallion’s qualitative study of school climate, therks cited have used quantitative
research methods. The current investigation, usimgxed-methods approach, provides
a different perspective on the study of these &pic

Study Design

This study examines principal conflict managenprferences of South Carolina
elementary school principals and the relationshigoaflict management preferences to
aspects of school climate. South Carolina puldimentary school principals who had
served in their present position for at least twosecutive prior years and who lead
schools with a pre-kindergarten through grade déiva kindergarten through grade five
configuration were invited to participate. Priralipesponses to the Rahim
Organizational Conflict Inventory-Il, Form B (RO@) instrument identified conflict
management style preferences. Using quantitabuwelation measures, the study
investigated principal conflict management prefeesnand school climate indicators
from South Carolina school report cards. Fromcihflict management profiles from

the ROCI-II, the researcher selected for individotgrviews seven principals

! Rahim Organizational Conflict Inventory-1l, Form RJsed with permission from the © Center for
Advanced Studies in Management. Further use @odegtion of the instrument without written
permission is prohibited.
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representing varying conflict management stylele ihterviews were designed to more
deeply investigate principal conflict managemewlespreferences and the ways these
preferences come into play in principals’ work wiglachers. The intent was to gain a
clearer understanding of the ways principals’ wwith teachers may relate to school
climate.
Methodology

This research employed a mixed methods desigtutty she relationship between
principal conflict management style preferenceserthents of school climate and to
probe for a deeper understanding of the relatignsbtween conflict management style
and school climate through investigating principalgerstanding and use of conflict
management styles in their work with teachers.al@at conflict management style were
collected from principal responses to the ROC&iid school climate data were obtained
from the South Carolina school report cards. Aisiaal correlation procedure was
conducted to investigate the relationship betwesrilict management style and climate
indicators. Following the analysis of principahéiict management preferences, seven
principals were selected by the researcher for-stmctured individual interviews. The
interviews explored principals’ conflict managempreferences as they relate to
principals’ work with teachers.

Limitations

A number of factors are related to school climate school success. This study

is limited to the study of principal conflict maregent style as it relates to school

climate. The following limitations apply:
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1. The instrument used to measure principal confliahagement style preference,
the (ROCI-II), is a self reporting instrument, ahe results may be subject to
reporter bias.

2. The conflict management styles studied are limitethe five measured by the
ROCI-II.

3. The school climate factors studied are limitedhiwse reported on the South
Carolina school report cards.

Delimitations
The following delimitations further define the easch:

1. The schools studied are public elementary schoilsnthe state of South
Carolina. Schools included in the survey servdestis in four-year-old or five-
year-old kindergarten through grade five, with gréige as the terminal grade in
the school.

2. Principals included in the research must have seirvéheir current assignment
for at least two years prior to the research year.

3. Principals who were interviewed were selected leyrésearcher and responded to
guestions developed by the researcher. Differeastipns or the selection of
different principals to be interviewed would haesulted in different interview
responses and different qualitative data.

Organization of the Study
Chapter I introduced the study and presenteduingose, research questions,
significance, methodology, limitations, and delatibns. Chapter Il presents a review of

the literature and research pertinent to the to@ibapter Il provides the research design
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and methodology. Results of the research are pie$én Chapter IV. Chapter V offers
a summary of the findings, conclusions based otiiticengs, and recommendations for

action and further research.
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CHAPTER I
REVIEW OF RELATED LITERATURE

The work of a school occurs within the contextre school’s climate. When one
spends time in a school, one detects a psycholagitesphere, a dynamic
environmental quality unique to that school. Tdusulity is of interest to researchers and
practitioners concerned with improving the effeetiess of schools and affecting student
learning.

Organizational Climate

The study of school climate has evolved from ttganizational effectiveness
studies of the twentieth century, and work fronsthstudies has helped shape the
understanding of climate. In a 1958 case studgtefpersonal relationships in a bank,
Argyris found three systems of interacting varialdentributing to climate: formal
organizational variables such as policies and phoess; personality variables of the
workers such as abilities, values, and needs;@ondmnal variables related to workers’
attempts to carry out the mission of the organmatwhile meeting their own needs as
well. Organizational climate, according to Argyiis “composed of elements
representing many different levels of analysis”§p6). One variable or set of variables
alone does not constitute the organization. Témehts or variables viewed together in
a meaningful pattern represent a new level of amalprganizational behavior.

Psychologist Kurt Lewin’s (1935, 1997) field theaigo describes three units of

analysis within organizations: the person, the mmment or field, and behavior.

10
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Behavior, Lewin asserts, arises from the interactibthe individual and the
organizational environment, or climate. In anottiscussion of organizational climate,
Forehand (1968) sets forth three sets of variakl@aronmental, which refer to an
organization’s size and structure; personal, winiclude the motives, attitudes, and
aptitudes workers bring to the work environment] antcome variables, which relate to
job satisfaction, motivation, and productivity. desing also on environmental factors
and behavior, Sells (1968) holds that study of oizgtional climate “requires concern
with the physical and social environmental contesvell as with behaviors of persons
in organizational situations” (p. 85).

Taguiri (1968) describes organizational climate@ssisting of four parts:
ecology, milieu, social system, and culture. Egglcefers to the physical and material
aspects of the environment; milieu, to personsgandps; social system, to the patterns
of relationships of persons or groups; and cultiré¢he values, belief systems, and
meaning systems of the environment. This undedstgrof organizational climate,
which is widely accepted (Van Houtte, 2005), pregc frame for other studies,
including the work of Anderson (1982), cited instihesearch.

School Climate

In a 1979 study of school climate, Brookover ef@lnd that schools with
effective learning climates had three general attarstics: the ideology of the school,
the school’s organization, and the school’s ingtomal practices (p. 3). These
researchers saw the interaction of all three clriatics, not just one or two in isolation,

as key in producing effective learning environmeritsanother 1979 study, Moos

11
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investigated school environments by looking atehrariables: relationship dimensions,
personal or growth orientation, and system maimte@and change. He, too, studied the
interaction of factors in producing school climateeducational settings. Subsequent
researchers have been interested in the interpleljntate variables as well.

Among the early students of school climate werer&ndW. Halpin and Don B.
Croft, who researched school climate for the Uni¢ates Department of Education,
which published a report of their work in 1962 rof their research, Halpin and Croft
developed the Organizational Climate Descriptior§innaire (OCDQ), which
measures teacher-teacher and teacher-principehatitens. The OCDQ has undergone a
number of revisions; and separate versions for ehtany, middle, and high schools are
currently in use (Hoy & Miskel, 2008). The elemegtaersion defines the climate of
elementary schools in six behavioral dimensiongpsettive principal behavior, directive
principal behavior, restrictive principal behavioollegial teacher behavior, intimate
teacher behavior, and disengaged teacher beh&lagy Tarter, & Kottkamp, 1991).
These six behavioral dimensions can be combingeetd four dimensions of school
climate: engaged, disengaged, closed, and openl(R@65), all referring to interactions
of principal and teachers.

In 1982, Anderson conducted a comprehensive sthidgtmol climate based on
more than 200 references. The study is organizmthd the taxonomy of climate-
related terms developed by Taguiri in 1968: ecologyieu, social systems, and culture.
In Anderson’s work, ecology refers generally to ém@ironment, including buildings,
grounds, materials, equipment, and financial ingest milieu, to general well-being;

social system, to characteristics of interactiochsass competitiveness, cohesiveness,

12
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intimacy, and aloofness; and culture, to charasties such as intellectual orientation,
esprit, and goal direction. In her conclusion, Arsbn emphasizes that the mechanisms
by which individual and group level variables iaterto create positive school climate
are unclear beyond a theoretical level. She ugéiser study, stating that “we are left
with many gaps in our knowledge of school climae"411).

Other research has provided important data regastihool climate as well. In a
1988 monograph for the American Association of &tWa@ministrators, Sweeney listed
10 factors common in schools with positive climatéfese are as follows: a supportive,
stimulating environment; a student-centered envivent; positive expectations;
feedback; reward; a sense of family; closenesaterjts and community;
communication; achievement; and trust. These factder to interactions of principal,
teachers, and students and attitudes of each group.

In 1992, Sweeney reported on research conductembia than 600 schools
across the United States that used the School kreprent Inventory, an instrument
developed for use in the lowa State University $tthmprovement Model (SIM)
project. From these data, Sweeney described Kefdthat affect school faculty and
their interactions as related to school climatbese beliefs relate to the current study of
principal conflict management style and its relasioip to school climate, particularly in
the descriptions of personal characteristics thf@ieénce interpersonal interactions.
These key beliefs are listed below:

Respect for theindividual, or the extent to which teachers convey considerat

for the needs and values of each person in theogcho

13
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Salf esteem, or the extent to which teachers feel that theyatued by

administrators, students, parents, and community;

Sense of efficacy, or the extent to which teachers feel that thed/the school

make a difference;

Control, or the extent to which teachers consider that tiae sufficient

influence on events and activities that occur sgbhool;

Achievement orientation, or the extent to which teachers strive for result

Collegiality, or the extent to which teachers work togetheraitial

administrators, share with and help each otherraceive help and support from

their supervisors; and

Trust, or the extent to which confidentiality, honestypertise, and fairness are

exhibited by supervisors and colleagues. (p. 71)

These values and beliefs describe key aspectadifae-principal interactions and
characterize aspects of school climate.

South Carolina school report cards contain a nurobmdicators associated with
the climate of South Carolina schools, includiregrs related to students, teachers, and
parents. The next section will discuss the Sowttoliha school report cards and climate
indicators. Of particular interest are the climi@etors related to principals and teachers,
since these are pertinent to the questions askibe iourrent study.

School Climate and School Report Cards

School report cards, sometimes referred to as $ghnofiles or performance

reports, are means of informing the public aboatstatus of schools; and a number of

states issue them. Report cards can vary frora giadtate and sometimes from district

14
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to district in appearance, content, and mode afelgl. Most contain a variety of
information related to student achievement and aglotionate (Johnson, 2003).

South Carolina’s school and district report camgsaarequirement of South
Carolina’s Education Accountability Act of 1998 (€X0de of Laws, Title 59, Chapter
18), which mandates that each individual schoolsatabol district in the state issue an
annual report card to inform parents and the pulimut the school’s performance.
According to the law, report cards must providelent performance indicators and
“should also provide a context for the performaatthe school,” including “information
in such areas as programs and curriculum, schadg&tship, community and parent
support, faculty qualifications, evaluations of 8uhool by parents, teachers, and
students.” The law also requires that the repand provide “information on promotion
and retention ratios, disciplinary climate, dropmatios, dropout reduction data, student
and teacher ratios, and attendance data” (SC Cddeas, 59-18-900 (D)).

From these data, information on school climatelzaobtained.

In a study of the development and use of schodllesp or report cards, Johnson
(2003) grouped the indicators from school reportis@nto four categories: context,
resource, process, and outcome. These categepessent elements of school climate,
including those reported in school report cardent€xt indicators include data such as
the percentage of students participating in freeeduced lunch, percentage of students in
various ethnic categories, student mobility ratel demographic information regarding
student body and community. Resource indicatdes te items such as per-pupil
expenditure, staff turnover rate, teacher educatil@mvel, and types of resources

available to a school for delivery of its servicé&ocess indicators involve factors such
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as educational policies and procedures, allocatiagime during the school day dedicated

to various subject areas, attendance rate, andiksclmate survey results. Outcome

indicators include desired educational results siscbcores on norm-referenced and

criterion-referenced tests, percentages of studeatting state standards, and graduation

rates.

South Carolina school report cards provide a wanéinformation in these

categories, and a number of studies have useddieators in research related to

climate in South Carolina schools (Gettys, 2008y&nson, 2006; White, 2005). A list

of key climate indicators from the South Carolihengentary report card follows:

1.

2.

Percent of teachers satisfied with the learningrenment

Percent of teachers satisfied with the social dngigal environment

Percent of teachers satisfied with home-schootiogla

Percent of students satisfied with the learningrenment

Percent of students satisfied with the social amgigal environment

Percent of students satisfied with home-schooticela

Percent of students who are classified as giftedtalented

Percent of students retained

Percent of students who have been suspended dtezk(fer violent or criminal

offenses)

10. Percent of students older than usual for grade

11. Student attendance rate

12.Percent of teachers returning from the previous yea

13. Average teacher salary
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14.Percent of teachers having advanced degrees

15. Percent of continuing contract teachers

16. Teacher attendance rate

17.Average teacher salary

18.Time per year spent in professional development.

Sweeney’s 1988 research, which names 10 factorsnoonto schools with healthy
climates (a supportive, stimulating environmergfwdent-centered environment; positive
expectations; feedback; reward; a sense of falibgeness to parents and community;
communication; achievement; and trust), offers amseof providing increased
specificity to Johnson’s (2003) categories andaene from which to look at climate
indicators on the South Carolina school reportsartiable 2.1 shows the alignment
among Johnson’s report card indicators, Sweenagt®fs in schools with healthy
climate, and climate factors reported in South @aacschool report cards.

The current research investigates professionalatémnwithin schools, which is
influenced by teacher perceptions and teacheripahmteractions. A number of school
climate factors from the South Carolina school repard, although not all, are pertinent
to the current work. The climate factors seledtedhis study refer to process and
resource indicators and relate to teacher peraeptieacher professional development,
and teacher-principal interactions. These arel®As:

1. Percent of teachers satisfied with the learningrenment

2. Percent of teachers satisfied with the social dngipal environment

3. Percent of teachers satisfied with home-schootiogia

4. Percent of teachers returning from the previous yea

17
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Table 2.1

Alignment of Climate Indicators and School Report Card Variables

Johnson

Sweeney

South Carolina School
Report Cards

Climate Variables

Context: free and reduced
lunch, ethnic categories,
student mobility rate,
demographic information
about school and community

Percent of students eligible
for gifted and talented,
percent of students older tha
usual for grade

Resource: per-pupil
expenditure, rate of staff
turnover, teacher educational
level, types of resources
available to a school for
delivery of services

Percent of teachers returning

from previous year, percent of

teachers with advanced
degrees, percent of continuirn
contract teachers, teacher
attendance rate, dollars sper
per pupil, average teacher
salary

Process: educational policies
and practices such as studer
attendance rate and time
allocated for instruction,

school climate survey results

Supportive, stimulating
tenvironment; positive

expectations; feedback; sens
of family; classroom to
teacher communication; trust

Results of school climate
surveys (student, teacher,
gparent), student retention rat
student attendance rate,
teacher professional
development days

Outcome: graduation and
dropout rates, norm- and
criterion-referenced test
results, percent of students
meeting state achievement
standards

Student achievement data

Percent of students e€ltain
student performance on PAS

Percent of teachers having advanced degrees
Teacher attendance rate

Average teacher salary
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To illustrate the relationship among Johnson’©@0ndicators and Sweeney’s
(1988) factors, South Carolina school report céirdate indicators, and the climate
indicators selected for this study, factors froraheare presented in Table 2.2. Of note is
that the climate variables identified for use ia tiurrent research are classified as
resource and process variables; the majority ofedey's climate indicators relate to
process.

Conflict Management

Conflict is inherent in organizations, and manggtiris a function of the leader.
As the nature of organizations has evolved ovee tiso have the role of conflict in them
and the work of the leader in responding to conflituations. Early organizational
theorists viewed conflict as detrimental to orgatigns. Now conflict is considered a
natural phenomenon, “a normal human conditionithatlways present to some degree”
(Schein, 2010, p. 95), and students of organizatsg® unresolved conflict rather than
conflict itself as a deterrent to organizationdéefiveness. The manner in which
conflict is handled has potential to affect orgatians and influence organizational
outcomes (Blake & Mouton, 1964; Rahim, 2001; Thoni&56, 1992). Effectively
managing rather than eradicating conflict has becarfunction of an effective leader.
Conflict Management Theories

In 1964, Blake and Mouton developed a model af fivodes of handling

interpersonal conflict based on two attitudes efrtanager: concern for production and
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Table 2.2

Alignment of Climate Indicators, School Report Card Variables, and Climate Variables

in Current Research

time allocated for
instruction, school
climate survey results

feedback; sense of
family; classroom to
5 teacher
communication; trust

Johnson Sweeney South Carolina| Climate Variables in
School Report Cards Current Research
Climate Variables
Context: free and Percent of students
reduced lunch, ethniq eligible for gifted and
categories, student talented, percent of
mobility rate, students older than
demographic usual for grade
information about
school and
community
Resource: per-pupil Percent of teachers Percept of teachers
expenditure, rate of returning from retur'nlng from
staff turnover, teacher previous year, previous year,
educational level, percent of teachers pe_:tr;:er;t of tea:jchers
types of resources with advanced \é\” advance h
available to a school degrees, percent of egrees, teacher
for delivery of continuing contract attendance rate, and
services teachers, teacher average teacher
attendance rate, salary
dollars spent per
pupil, average teacher
salary
Process: educational| Supportive, Results of school T(_eacher s_atlsfactlon
policies and practices$ stimulating climate surveys W'th. learning
such as student environment; positivg (student, teacher, environment, 'teacher
attendance rate and | expectations; parent), student satisfaction with

retention rate, studer
attendance rate,
teacher professional
development days

social and physical
environment, teacher
satisfaction with
home-school
relations, time spent
in professional
development

t

Outcome: graduation
and dropout rates, te
results, percent of

students meeting sta
academic standards

Student achievement
stata

te

Percent of students
retained, student
performance on
PASS
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concern for people. The conflict handling modeseeon this dual concern model are as
follows: forcing, withdrawing, smoothing, compronmg, and problem solving. Blake
and Mouton’s work is significant in the field ofmitict management and continues to be
a reference point for a number of theorists andaeshers (Barker, Tjosvold, &

Andrews, 1988; Rahim, 2001; Thomas, 1976, 1992; Mavliert & Kabanoff, 1990).

In work that has spanned several decades, Thor@d@$6,(1992) expanded Blake
and Mouton’s work to develop a conflict managenggitt based on two basic
dimensions of intent: assertiveness, or conceroriefs own interests; and
cooperativeness, or concern for the interestsebther party. Thomas presents five
modes of handling conflict based on these intaasipeting, which involves the
intention to win at the expense of the other; acooaating, the opposite of competing
and which involves sacrificing one’s own needstfmrse of the other; compromising,
which involves both assertiveness and cooperationcan be considered as splitting the
difference; collaborating, a synergistic approt@t involves confronting a conflict and
working through it with the other party to reactvia-win solution; and avoiding,
characterized by uncooperativeness and unassezisen

From Thomas’s work, Rahim (2001) differentiatedefstyles of handling conflict
based on concern for self and concern for oth€hese five styles of managing conflict
— integrating, obliging, compromising, dominatiagd avoiding — are the modes
assessed by the Rahim Organizational Conflict Itorgrll (ROCI-II), the measure of

conflict management preferences used in this study.
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Conflict Management Styles
Rahim’s (2001) five styles of managing conflict ed®n the two dimensions of
concern for self and concern for others are asvid|
Integrating—based on a high degree of concern for self andtfars. In this
mode, participants confront problems and miscomupatian and look for
solutions to the problem that will satisfy all past This style is characterized by
collaboration. Often the product is a new solution previously put forth by any
of the involved parties.
Obliging — based on low concern for self and highaern for others. This style
is also known as accommodation. The party is@sted in satisfying the other’s
concerns without attending to his or her own.
Dominating — based on high concern for self anddowcern for others. This
style is also known as competing, and usually tesnla win-lose outcome.
Avoiding — based on low concern for self and othérkis style is characterized
by suppression, denial, withdrawal, buck-passindgpaking the other way.
Compromisig —based orintermediate concern for self and others. Thigines
give-and-take among the parties, with each givipgamething to arrive at a
mutually agreed-upon solution.
These five styles of managing conflict are thosestigated in the current study.
Conflict Management in School Settings
Schools are complex, dynamic organizations, amqmebdpnities for conflict
abound. Considering the current strong focus @ow@aaability and student achievement,

circumstances in which conflict is probable fordeers and administrators increase.
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Even under less demanding conditions, conflictsragribe professional staff of a school
are likely. Early in the study of organizationtsgarists recognized the potential for the
conflict between personal goals of the employeektiaose of the organization
(Lunenburg and Ornstein, 2008). In a large studydoicational conflict, Corwin (1966)
found that professionals in a bureaucratic setirggmore likely to be conflictive than
professionals in a professional setting or burestgadn a bureaucratic setting. Thus, the
nature of the school setting and the work of teexchad administrators are likely to
produce conflict. As schools strive to increaseleht achievement, staffs need to work
collaboratively to confront problems and look fofigions. To do this effectively calls
for a climate of trust and mutual respect. How aanincipal’s approach to managing
the conflicts inherent in the school setting areldemands of the work affect
professional climate?
Principal Leadership and Conflict Management

Leadership influences organizations; principal &aHip influences schools. Just
what constitutes leadership and precisely how lesgie influences organizations have
been the subject of research, speculation, andelélradecades, and the results are
inconclusive. In 1974, Stogdill, a researchereaidership, asserted that “there are almost
as many definitions of leadership as there areopsra/ho have attempted to define the
concept” (p. 7). Others have agreed (Hanson, ;200, 1989). Research on what
constitutes leadership and the ways it impactsrozgéions has continued to be a topic of
study, however. A number of writers and reseachesvide comprehensive reviews of
the history of educational leadership theory asgaech (Hanson, 2003; Hoy & Miskel,

2008; Lunenburg & Ornstein, 2008; Marion, 2002heBtudy of leadership continues.
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The following paragraphs outline the work of twartes of researchers, Kouzes and
Posner (1987) and Goleman, Boyatzis, and McKee4R0those theories of leadership
have influenced and continue to impact the curi@rdscape and are particularly related
to aspects of leadership that involve conflict nggamaent.

In work based on their research and published 8Y 1Bouzes and Posner
identify five practices that characterize stroradiers. These five practices are presented
below:

Good leaders challenge the process. The authorsqd that “leadership is an
active, not a passive process” (Kouzes and Po%88¥, p. 8). Good leaders are willing
to challenge the system and the status quo in éodeok for new paths to effectiveness
and improve the outputs of the organization.

Good leaders inspire a shared vision. These Isad&unalize the results they

want, describe these in terms their followers usiderd, and enlist their followers in
subscribing to the vision and working toward italization. In a definition of leadership
that captures this process, Lezotte and McKeea{ Effective Schools Do: Re-
Envisioning the Correlates, 2011) describe leadership as “the ability to take
‘followership’ to a place they have never been arelnot sure they want to go” (p. 53).
This description of leadership incorporates theamst of trust and collaboration echoed
in current literature on leadership, trust, andaoigational effectiveness (Ciancutti &
Steding, 2000; Covey, 2006; Goleman, Boyatzis,MoHee, 2004; Tschannen-Moran,
2004).

Good leaders enable others to act. They developerative goals, foster

collaboration toward meeting those goals, and emgmiongoing interactions among
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employees. In nearly every instance, cooperasamonsidered more effective than
competition, or conflict. “There is a negativeatenship between achievement and
competition” (p. 138), assert Kouzes and Posne8{)L9

Good leaders model the way. Members of an orgaaizéearn to trust leaders
who “say what they mean and mean what they say?dite and Snyder, 2011). These
leaders’ actions are consistent with their beliafg] they lead by the example of their
observable behavior.

Good leaders encourage the heart. They have Rggrttions of themselves
and others and confidence that these expectatidhnseamet. They provide firm
direction, ample encouragement, personal attengiod feedback. Efforts and successes
are recognized and appreciated.

Good leaders, then, according to Kouzes and P¢$88r), challenge, inspire,
enable, model, and encourage.

In work that has grown from research related totemal intelligence, Goleman,
Boyatzis, and McKeeRfimal Leadership: Learning to Lead with Emotional Intelligence,
2004) identify four leadership competencies, or dim, that characterize effective
leaders: self-awareness, social awareness, sekligearent, and relationship
management. Two of these domains, self-awaremebsself-management, refer to
aspects of personal competence; two domains, soealeness and relationship
management, refer to social competence. Each adomaudes related competencies.
The authors assert that, although no leader theybr&ed with has exhibited all 18

competencies, highly effective leaders generalbpldly strength in at least a half dozen,
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including one or more in each of the four domaimbe four emotional intelligence
domains and their associated competencies aresdisduelow and outlined in Table 2.3.

Self-awareness: Effective leaders are aware of feeiings and the ways in
which their feelings affect them and their workhe¥ have done the work to be able to
identify and articulate their key values. Thesslkrs realistically assess their own
strengths and limitations, invite constructiveicrdm and feedback, ask for help when
they need it, and do the work necessary to makeowements and cultivate new
strengths. Self-aware leaders’ realistic undedstehof personal strengths and
weaknesses allows them to display and act withasslfirance.

Self-management: Leaders with healthy self-managesiélls are able to control
inappropriate emotions and impulses and can oftanrel them toward positive
outcomes. These leaders display a healthy tramspgaran “authentic openness to others
about one’s feelings beliefs, and actions” (Goleretal., 2004, p. 254). They readily
admit their own errors or shortcomings and areinglto confront ethical shortcomings
in others. Leaders who practice effective self-aggament can handle multiple demands
with equanimity. They are flexible, adaptable, dnmdber in their thinking in the face of
new data or realities” (Goleman, et al., p. 254¢@aders who display high self-
management hold themselves and the people theywititko high standards. They
focus on continual learning and improvement fonikelves, the people they lead, and
their organizations. Leaders with strong self-ng@maent display a healthy sense of

initiative. They approach situations with optimism
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Table 2.3

Emotional Intelligence Domains and Associated Competencies Identified by Goleman,
Boyatzs, and McKee

Domain Leadership Competency

Self-Awareness ¢ Emotional self-awareness
e Accurate self-assessment
Self-confidence

Self-control
Transparency
Adaptability
Achievement
Initiative
Optimism

Self-Management

Social Awareness Empathy
Organizational Awareness
Organizational Awareness

Service

Relationship Awareness Inspiration

Influence
Developing Others
Change Catalyst
Conflict Management

Teamwork and Collaboration

Social awareness: Social awareness is a third idooh@motion intelligence.
Leaders with healthy social awareness are attun#tetemotional signals of others and
display empathy appropriately. They get alond wéh others, including those from
diverse backgrounds or cultures. Socially awarddesahave a sharp sense of social and
political awareness and can discern social netwarkspoken rules, and informal power

structures in organizations. They are good ligene
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Relationship management: This domain relates mosttty to engagement with
other people and draws on the competencies ohtikee bther domains. It consists of the
competencies of Inspiration, Influence, Developgdtyers, Change Catalyst, Conflict
Management, and Teamwork and Collaboration. LeadBp inspire involve others in
moving toward common goals. They engender a heginee of enthusiasm and group
cohesiveness and model the expectations they Hatherys. Leaders with a high degree
of influence use their understanding of othersnigagje both individuals and groups in
particular initiatives and goals of the organizatid_eaders who are skilled in developing
others understand the strengths, limitations, aativations of the people they work with
and are adept at coaching and encouraging thepdéepteagrow. Change catalysts are
able to perceive the need for change and to fwdyforward, engaging others as they
do so. This competency is closely related to Keumed Posner’s (1987) leadership
practice of challenging the process. Leaders whakilled conflict managers are able to
bring conflict issues forward, articulate the viesisall parties, and involve all
participants in reaching an acceptable concluslagaders strong in teamwork and
collaboration are able to bring others togethersugport the establishment of trusting,
collaborative relationships among organizationaugs, reflective of Kouzes and
Posner’s leadership principle of enabling otheradid
Principal Conflict Management Style and School Clinate

In their works cited earlier, Kouzes and Posn@B{) and Goleman et al. (2004)
relate conflict management to organizational lesltipr This relationship extends to the
relationship of principal leadership, conflict mgeanent style, and school climate. This

association is illustrated in the Interstate Schaaders Licensure (ISLLC) Standards
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and indicators, particularly in Standards 2, 3, andtandard 2 calls for school
administrators to promote success by “advocatiogunng, and sustaining a school
culture and instructional program conducive to stidearning and staff professional
growth” (p. 234). Standard 3 calls for the schadininistrator to act as a “leader who
promotes the success of all students by ensuringagement of the organization,
operations, and resources for a safe, efficiertt,edfective learning environment” (p.
235). Standard 5 calls for the school administraidoe a “leader who promotes the
success of all students by acting with integrigysrfess, and in an ethical manner” (p.
238). The references in the ISLLC Standards tdlicomanagement are general in
nature but clear in the implication that conflichmagement skills are important to
administrator success. The understanding is tiettads with an effective learning
environment, that promote professional growth efstaff, and that are characterized by
integrity and fairness thrive.
Conflict Management Style Studies

Several studies have investigated principal conflianagement style. Using a
sample of 30 secondary principals and 150 teacB&skburn (2002) studied the
relationship between conflict management styleegbadary principals and the school
culture factors of professional development andhercollaboration. This study used
the ROCI-II, Form B; the ROCI-II, Form A, which $eéports for measuring the
interpersonal conflict management styles of onefsesior; and a survey instrument that
measures factors of school culture. Two culturéofas professional development and
teacher collaboration, were pertinent to this studlige research indicated that, based on

principals’ perceptions of their conflict manageirnstyle, there was no relationship
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between principal conflict management style anikeegiof the culture factors. The
conclusions of Blackburn, Martin, and Hutchinso@Q@) support these findings.

In 2001, Tabor studied the relationship of confianagement and interpersonal
communication style of 64 elementary principalfie Btudy used the Rahim
Organizational Conflict Inventory-I (ROCI-I), whiaheasures three independent
dimensions of organizational conflict: intraperspn@ragroup, and intergroup. It also
used a communication competence scale to measuneténpersonal communication
competence of principals and the Organizationah@ie Description Questionnaire for
Elementary schools (OCDQ-RE) to gather school dintiata. Teachers in selected
schools were the respondents for each of the ssirvélge study found no significant
difference between perceptions of the teachetsarstudy regarding the relationship
between the principal’s conflict management stylé school climate or between
perceptions of the teachers in the study regaritiaegelationship between the principal’s
interpersonal communication competence and schioshie. The study did find a
statistically significant relationship between dartfmanagement style and interpersonal
communication competence of the principal and skcblooate indicated in one
intrapersonal conflict subtest and one communioatmmpetence scale. No statistically
significant relationships were found between theepsubtests.

A 2005 study by Dillard investigated conflict mgeanent styles of 195
secondary school assistant principals. Conflichaggment style was measured using
the Thomas-Kilmann Conflict MODE instrument, andbjeats were categorized on one
independent variable: gender. The study sougtietermine if there were differences

between conflict management style scores of mald@male members of the sample
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and if there were differences between conflict ngana@ent style scores as a function of
age, school size, or salary. The findings indidate significant differences between
conflict management scores of male and femaletassigrincipals in the study and no
statistically significant differences in conflictamagement style scores as a function of
age, school size, or salary. The study reportsthigacompeting mode for both females
and males had low mean scores, indicating a lowfidgs mode, or style, in conflict
situations.

In a study that investigated principal emotion&tlligence, leadership, and
openness in 67 elementary schools, Reed (2005)amsethotional competence inventory
developed by Goleman, Boyatzis, and McKee (200 ¢asure emotional intelligence
competencies in four domains: self-awareness,saifagement, social awareness, and
social management. The instrument is based od-gairty perceptions; in this case,
teachers who worked with the principals involvedha study completed the instruments.
Reed found that conflict management was the aréeinelationship management
domain on which principals scored lowest.

In a 2007 study that sought to determine wheteese of humor moderates the
relationship between leadership style and conftiahagement style, Hoffman used a
leadership questionnaire; a sense of humor saadeta measure conflict management
style, the ROCI-II, Form B, all of which are sedporting. The participants were 98
students in leadership positions on a college campine Integrating conflict
management style was the most preferred conflictagement style of these subjects;
Avoiding was the least preferred style. This gtialind significant correlations between

sense of humor and the Integrating and Dominatomglict management styles but not
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between sense of humor and the Avoiding, Compromjsr Obliging styles. Results
also showed significant correlations between foovated transformational leadership
style and the Integrating and Compromising conftieihagement styles and a significant
negative relationship between laissez-faire leduerstyle and the Compromising
conflict management style. There were no significarrelations found between
follower reported leadership style and the Domimgatr Obliging conflict management
styles. In self reporting conflict management sgyel leadership style, significant
correlations were found between transformatioredéeship style and the Integrating,
Dominating, and Compromising conflict managemeylest

In these studies, conflict management preferewees measured through both
leader self assessment and follower assessmesaaddi preferences. Three studies
assessed established conflict management prefetemte measured three independent
dimensions of organizational climate, and one meakconflict management
competency as a component of emotional intelliger@ee study used the Thomas-
Kilman MODE instrument; two used the ROCI-II, FoBnone used the ROCI-II, Form
A; one used the ROCI-I; and one used an emotiamapetence inventory. Two studies
involved elementary school principals, with a diffiet instrument for assessing conflict
used in each study; neither of the elementary d&tadies used the ROCI-Il. Two
studies investigated secondary administrators’lemhanagement preferences, one
involving principals and one involving assistannpipals; a different instrument for
measuring conflict management preferences wasinssath. The fifth study involved
college students. Instrumentation, sampling pldat& collection procedures, and data

analysis varied among the studies, as did resultsese studies were those that resulted
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from a detailed search for studies involving canfinanagement and school climate.
While providing a basis for beginning to understandool administrator conflict
management preferences and practices, additiosedureh such as that of the current
study is warranted.

Chapter Il presented a review of the literaturdipent to this study. Chapter IlI

provides the research design and methodology.
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CHAPTER Ill
RESEARCH DESIGN AND METHODOLOGY

This study employed a mixed methods design to @&ithe relationship

between principal conflict management style anasthlimate in public elementary

schools in South Carolina.

Specifically, the study sought to answer the follggwquestions:

1.

3.

What conflict management styles do South Carddiebementary school
principals prefer?

What relationship exists between principal confticinagement style and the
following resource indicators of school climaterqent of teachers returning
from the previous year, percent of teachers wittaaded degrees, average
teacher salary, and teacher attendance rate?

What relationship exists between principal confticinagement style and the
following process indicators of school climate: gt of teachers satisfied with
the learning environment, percent of teachersfeadisvith the social and
physical environment, percent of teachers satisfigld home-school relations,
and engagement in professional development?

In what ways do principal conflict management spyleferences relate to

principals’ work with teachers?

This chapter presents definitions, sampling plastrumentation, data sources,

methodology, data collection and processing, ana alaalysis strategies.
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Definitions

The following definitions and explanations are offito provide clarity to
important concepts and terms used in this study:
School climate: For this study, school climate refers primardythe climate in which the
teachers and administrators work. It includes framd informal organizational
patterns, the personalities of the members, thenpatof interaction among them, and
the formal and informal leadership in the school.
School climate indicators: School climate indicators are those charactesistia school
that have potential to influence or may occur,ant r totally, as a result of a school’s
climate. In this study, school climate indicatare those obtained from South Carolina
school report cards.
School climate resource indicators: School climate resource indicators refer to the
percent of teachers returning from the previous,y@&cent of teachers with advanced
degrees, average teacher salary, and teacheraitand
School climate process indicators. School climate process indicators refer to theqar
of teachers satisfied with the learning environmpatcent of teachers satisfied with the
social and physical environment, percent of teachatisfied with home-school relations,
and days per year per teacher spent on professiemalopment.
Conflict management style preferences: The conflict management style preferences in
this study refer to responses to interpersonallicbtiased on the two dimensions of
concern for oneself and concern for others. Fevens are used to describe these

preferences:
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Integrating —shows a high degree of concern for self and foersth Participants

look for win-win solutions to the problem.

Obliging — shows low concern for self and high concerrotbers. The party

accommodates, or yields his or her own interestiséanterest of the other.

Dominating — shows high concern for self and low concerrotbers. The party

engages in competition, seeking to win at the espaf the other. The outcome

is usually a win-lose situation.

Avoiding — shows low concern for self and others. Theypaithdraws from the

conflict.

Compromising —shows intermediate concern for self and othershparty

gives up something to get something else. Norieeoparticipants comes away

from the conflict getting everything they wanted.
Elementary School: For this study, an elementary school is a schathl asgrade range
beginning with pre-kindergarten or kindergarten anding with grade five.

Instrumentation

The Rahim Organizational Conflict Inventory-I1l, RoB (ROCI-II), represented
in Appendix A, was selected to measure conflict aggment style preferences because it
provides a measure of the five conflict managersgiés prevalent in the literature and
allows a person to identify favored and less fagd@tyles. Means, standard deviations,
intercorrelations, and test-retest reliabilitiegtef ROCI-11 subscales fell between .60 and
.83. Internal consistency reliability assessedhWitonbach’s alpha and Kristoff's
unbiased estimate of reliability ranged betweena@ .80 and between .65 and .80,

respectively (Rahim, 2001, 2004).
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Eight school climate indicators from the South diaeoschool report cards were
selected to measure school climate. These wegetsdlbecause they are available for
all public elementary schools in South Carolina badause their inclusion on the state
school report cards indicates their significancedacators and the public as measures of
school climate. In addition, a number of the iadiics have been used in prior studies in
South Carolina (Gettys, 2003; White, 2005), and tiige in this study extends the
investigation.

The interview questions were developed by the rekeato probe for a deeper
understanding of principal conflict managementestgharticularly as it relates to the
principal’s interaction with teachers in affectisghool climate. Interview questions are
found in Appendix B.

Sampling Plan

This study looked at principal conflict managmt style and its relationship to
school climate in elementary schools in South Ga&olThe target sample was all public
elementary schools in South Carolina with an egtade of pre-kindergarten or
kindergarten and a terminal grade of five whosegypal was returning for at least the
third year, and the principals of those schoolke flesearcher contacted the
superintendent’s office in each school districBmuth Carolina via email to inform
districts of the nature of the proposed researchadiow superintendents to decline
participation for principals in their district (s@é@pendix C for superintendent
introductory email letter). From data compilednfrthe South Carolina Department of
Education website, 297 schools in 48 districts thetstudy criteria. The research was

conducted in 40 districts. Six districts declinadd approval or additional information
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from two districts was received too late in theahyear to include those schools in the
study. From the participating districts, 176 pipats met the criteria for inclusion and
were invited to participate in the study. Sevein@pals from those returning surveys
were selected for individual interviews.
Data Sources
The research questions answered by particularsgéseare as follows:

1. What conflict management styles do South Carolissentary school
principals prefer? Principal conflict managemeylespreferences were
determined from data obtained from the ROCI-llpaftict management style
preference instrument which was completed by ppasi

2. What relationship exists between principal confficinagement style and the
following resource indictors of school climate: gemt of teachers returning from
the previous year, percent of teachers with adwédegrees, average teacher
salary, and teacher attendance rate? Principdictananagement style
preferences were determined from data obtained thenROCI-1l. School
climate resource indicators were obtained from dat&outh Carolina school
report cards. Statistical correlation proceduresawsed to investigate possible
relationships between principal conflict managenstyle and resource indicators
of school climate.

3. What relationship exists between principal conificinagement style and the
following process indicators of school climate: gt of teachers satisfied with
the learning environment, percent of teachersfeadisvith the social and

physical environment, percent of teachers satisfigld home-school relations,
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and engagement in professional development? PBahconflict management
style was determined from data obtained from th€RID School climate
process indicators were obtained from data on SGatblina school report cards.
Statistical correlation procedures were used testigate possible relationships
between principal conflict management style ana@se indicators of school
climate.
In what ways do principal conflict management spyleferences relate to
principals’ work with teachers? Interviews withesged principals representing
three different conflict management preferencesddtpth to the understanding
of principal conflict management preferences. @aes were designed to probe
principals’ understanding of the conflict managetrstyles they prefer and the
ways their preferences may relate to their workwatachers and affect the
climate of a school.

Methodology

A mixed methods design was used in the studyswzt (2002) describes a

mixed method design as a procedure “for colledhoth quantitative and qualitative data

in a single study, and for analyzing and reporthig data based on a priority, sequence,

and level of integration of information” (p. 61T.his study used a quantitative correlation

procedure to analyze the relationship between jp@hconflict management style

preferences and elements of school climate andgiabed for a deeper understanding of

the relationship between principal conflict managatpreferences and school climate

through investigating principals’ understanding asé of conflict management styles in

their work with teachers. Data on conflict managatrstyle preferences were collected
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from principal responses to the ROCI-II, and schabohate data were obtained from the
South Carolina school report cards. Following gsialof the ROCI-II results, seven
principals with varying conflict management stylesre selected by the researcher for
semi-structured individual interviews. Bogdan &iklen (2007) describe the interview
process as one that “is used to gather descrigtitee in the subjects’ own words so that
the researcher can develop insights on how sulijgetpret some piece of the world” (p.
103). The interviews in this study explored prpais’ conflict management preferences
as they relate to principals’ work with teachefssemi-structured interview format was
chosen for the study. Semi-structured intervieargt@in both close-ended and open-
ended questions (Creswell, 2002), with advantageath. “Predetermined close-ended
responses can net useful information to suppodriée and concepts in the literature”
(Creswell, p. 205), while open-ended responses) atlaw the participant to provide
personal experiences that may be outside or betymse identified in the close-ended
options” (Creswell, p. 205). The purpose in useqi-structured interviews in this
research was to gain both perspectives.
Collection and Processing of Data

Each of the 176 principals in participating diggiavhose schools served pre-
kindergarten through grade five or kindergarteoulgh grade five and who had served in
their position for at least two years prior to theearch year were contacted. Principals
had the option of completing the survey online ®agaper copy. Principals received
both an email letter (see Appendix D) and a letégrt by postal mail (see Appendix E)
explaining the purpose of the study and requestiag participation. The email letter

contained a link to an online version of the ROI3d that principals could complete the
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survey online. The correspondence sent by posddlaontained, in addition to the
letter, a paper copy of the ROCI-Il and a stampetf;addressed envelope for return.
Principals who did not respond within two weeks eveent a follow-up email (see
Appendix F) with a link to the online version oetROCI-II as well as a follow-up letter
sent by postal mail (see Appendix G) with a copthef ROCI-1l and another self-
addressed, stamped envelope. One district regtiieggbarticipants submit an informed
consent form (see Appendix H). Principals in tfiatrict received an emalil letter (see
Appendix 1) with a reference to the informed coriderm and a link to the online
version of the ROCI-Il. They also received a leient by postal mail (see Appendix J),
along with a copy of the informed consent formapgr copy of the ROCI-II, and a self-
addressed, stamped envelope. A numerical codstgraywas used to track the return of
principal surveys from each school. Principals whad requested them were mailed a
copy of their individual ROCI-1l results. A copy that letter, which was personalized
for each recipient, is found in Appendix K. Appeéntd contains a summary of
participant numbers.

After collecting and analyzing responses to the R(Ghe researcher scheduled
interviews with seven principals who representeddldifferent conflict management
preferences. Five of the interviewees represethiedhtegrating conflict management
style preferred by the majority of principals wlesponded to the survey. Two
principals, each representing a different conflieihagement preference, were selected as
well. The researcher also considered school geegraphic location within the state as
well as within urban, rural, suburban, or small toaveas; school Absolute rating on the

South Carolina school report cards; and genderakimg interview selections. Appendix
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M presents a summary of characteristics of inteveck principals. Interviews were
conducted by telephone. During the interviews,piecipals were asked the seven
interview questions developed by the research&erdiews were recorded, transcribed,
coded, and analyzed. Data regarding school clinvate obtained from South Carolina
school report cards. All data have been treatdll strict confidentiality to protect
anonymity of participants.
Data Analysis Strategies

The ROCI-Il is a self-reporting instrument thataseres a person’s style of
handling interpersonal conflict with subordinatd$e instrument consists of 28 items
and uses a five-point Likert scale ranging fronostyly disagree to strongly agree in
order to assess five styles of handling interpeakoaonflict: integrating, dominating,
obliging, avoiding, and compromising. South Carals school report cards, issued for
each school annually, contain a number of perfoomamdicators, including the four
resource indicators and the four process indicatbsshool climate used in this study.
The measures of teachers with advanced degreebgetsaeturning from the previous
year, teacher attendance rate, teachers satisfiedh& learning environment, teachers
satisfied with the social and physical environment] teachers satisfied with home-
school relations are reported as percents; aveeagber salary and time spent in
professional development are based on yearly nisnli#nincipals were interviewed
individually using the questions designed for fhispose. The interviews were intended
to provide a deeper understanding of principal lictnhanagement preferences and their

use in principals’ work with teachers.
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Data were analyzed according to the following pesc

1. Score the ROCI-II according to directions. Daded a conflict management
preference for each principal in one of the follogvfive categories: integrating,
obliging, dominating, avoiding, and compromisinggdan one case, an equal
preference for two categories.

2. Obtain school climate indicators from South Camkschool report cards,
available on the South Carolina Department of Etloicavebsite. Data for six of
the indicators were reported in percents; datammual yearly salary were
presented as schools’ averages; time spent ongsiofeal development was
presented as days per teacher per year.

3. Enter principal conflict management style prefeeedata and school climate data
into Excel and the statistical software program SPS

4. Analyze the relationship of principal conflict maeanent style preference and
school climate indicators using the Spearman’scdreelation procedure.

5. Select and interview seven principals represerdingriety of conflict
management style preferences. Use the questimetoped for this purpose to
obtain greater understanding of principal approat¢benanaging conflict in their
schools.

6. Transcribe and code principal interviews.

7. Analyze data from principal interviews.

8. Compare quantitative and qualitative results toexfolly understanding principal
conflict management style preferences and theioektip to school climate.

Table 3.1 summarizes the sources of data and datgsés strategies used in this study.
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Table 3.1

Summary of Research Questions, Data Sources, and Analyses

Research Questions Data Sources Data Analysis

1. What conflict management Scoring according to
style do South Carolma; ROCI-II scores _prescnbed protocol for the
elementary school principals instrument
prefer?

2. What relationship, if any, ROCI-Il scores Correlation
exists between principal
conflict management style
preference and the following
resource indicators of schog
climate: percent of teachers
with advanced degrees,
percent of teachers returning
from the previous year,
teacher attendance rate, and
average teacher salary?

SC school report cards

3. What relationship, if any, ROCI-Il scores Correlation
exists between principal
conflict management style
and the following process
indicators of school climate;
percent of teachers satisfied
with the learning
environment, percent of
teachers satisfied with the
social and physical
environment, percent of
teachers satisfied with home
school relations, and time
spent in professional
development?

SC school report cards

1%
1

4. In what ways do principal | Semi-structured Transcription, coding, and
conflict management style | interviews analysis of interviews
preferences relate to
principals’ work with
teachers?
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Chapter 11l gave the research design and methggidtw the study. Chapter IV

presents the data and provides an analysis.
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CHAPTER IV
PRESENTATION AND ANALYSIS OF DATA

This study examined the relationship between paiconflict management style
and school climate in elementary schools in Sowtfoltha. Chapter IV reports the
findings of the four research questions presemtéchapter I. It presents data collection
procedures, demographic information, and resulte®@fjuantitative and qualitative
findings.

Data Collection Procedures

Data were collected from elementary school prialsipn South Carolina serving
their current school for at least the third conse@ewear and whose schools have a four-
year-old kindergarten through grade five or fivexyeld kindergarten through grade five
enrollment configuration, and from South Carolich@l report cards. As a first step in
conducting the study, the researcher contactedistgedents to provide information
about the study and give superintendents the oppidytto decline their district’s
participation. From the 48 districts that had pifpals meeting the study criteria, 40
participated. Within these 40 districts, 176 pipa¢s met the study criteria and were
invited to participate. These principals receigetbpy of the Rahim Organizational
Conflict Inventory-1l (ROCI-II) via email as wellsgpostal mail and were asked to
complete the inventory and return it to the redsarc Of this number, 99 principals, or

56 %, returned a survey. Ninety-seven of the sigver 55%, were usable. Data from
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these 97 principals and the schools they servmalged in the study. Also as a part of
the research, seven principals who returned sumweys interviewed regarding their
conflict management practices. Results of thetsiiews were used in answering
guestion four of the study.

Specifically, this study sought to answer thedwiing research questions:

1. What conflict management styles do South Caroliesentary school
principals prefer?

2. What relationship exists between principal confficinagement style and the
following resource indicators of school climaterqent of teachers returning
from the previous year, percent of teachers wittaaded degrees, average
teacher salary, and teacher attendance rate?

3. What relationship exists between principal conificinagement style and the
following process indicators of school climate: gt of teachers satisfied with
the learning environment, percent of teachersfeadisvith the social and
physical environment, percent of teachers satisfigld home-school relations,
and engagement in professional development?

4. In what ways do principal conflict management prexiees relate to principals’
work with teachers?

Demographic Information
South Carolina consists of three major geogramgmns: the Upstate, the
Midlands, and the Lowcountry regions. For the psgs of this study, counties in the
Upstate include Abbeville, Anderson, Cherokee, @reSreenville, Greenwood,

Laurens, Oconee, Pickens, Spartanburg, Union, amk. YMidlands counties include
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Aiken, Allendale, Bamberg, Barnwell, Calhoun, Cleefstld, Clarendon, Dillon,
Edgefield, Fairfield, Florence, Kershaw, Lancasteg, Lexington, Marion, Marlboro,
McCormick, Newberry, Richland, Saluda, and Sumtaswcountry counties include
Berkeley, Beaufort, Charleston, Colleton, Dorchesizorgetown, Hampton, Horry,
Jasper, Marion, Orangeburg, and Williamsburg. 8thfvom each of the three regions
are represented in the study.

School size information is based on student eneginfigures for 2011 listed by
the South Carolina State Department of Educatidme size of the schools in the study
ranged from an enroliment of 107 students to anlknent of 1200 students. Seven
percent of schools had enroliments of between Hd(2&0 students. Forty-two percent
had enrollments of between 251 and 500 studertigtyfthree percent had enrollments
of between 501 and 750 students, and four per@hehroliments of more than 1000.

As a requisite for inclusion in the study, prirelgpwere to have served in their
current position for at least the third consecutigar. Analysis showed that 38% of the
participating principals had served from three tigto five years, 26% had served from
six through eight years, 13% had served from riineugh 11 years, and 21% had served
twelve or more years. Eleven principals in thalgthiad served only three years in their
current position; the longest-serving principal Isadved 27 years. The average length of
service in the current position was eight years.

Responses to Research Questions
Research Question One
Research question one asked: What conflict managestyles do South

Carolina’s elementary school principals preferisTuestion was answered using data
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derived from principal responses to the ROCI-Iking SPSS, frequencies were run for
the following five variables: Style 1 (most prefedl), Style 2, Style 3, Style 4, and Style
5 (least preferred). Of the 97 principals whospoaises were analyzed, an
overwhelming number (91%) indicated that Integigtivas their most preferred conflict
management style. For each of the four remaintylg sategories, 3% or fewer
principals selected that category as a most pexfestyle. Analysis showed that 54% of
the respondents preferred Compromising as the davost preferred style, 19%
indicated Obliging, and 10% indicated Avoiding. ¥hconsidering their third
preference, 34% of principals indicated Obliging¥2chose Avoiding, 18% chose
Compromising, and 11% showed Dominating. In caeréng) their fourth preference,
27% chose Obliging, 26% chose Avoiding, 22% indiddDominating, and 14%
indicated Compromising. Of their least preferredftict management style, 61% of
principals indicated Dominating, and 24% chose Ai@j. In summary, of the 97
principals who responded to the survey, 91% ratézgtating as their most preferred
conflict management style, 54% indicated Compromgisis their second most preferred
style, 34% chose Obliging as their third choiceodisted Obliging as their fourth
choice, and 61% indicated Dominating as their lpasterred style. Table 4.1 outlines

these findings.
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Table 4.1

Principal Conflict Management Style Preferences

Style 1 Style 2 Style 3 Style 4 Style 5
Most Least
Preferred Preferred
Integrating 91% 4% 1%
Obliging 19% 34% 27% 8%
Compromising 3% 54% 18% 14% 3%
Avoiding 1% 10% 25% 26% 24%
Dominating 4% 11% 22% 61%
Note: N=97

Note: Rounding occurred

Research Question Two

Research question two asked: What relationshigseketween principal conflict

management style and the following resource indrsadf school climate: percent of

teachers returning from the previous year, peroetgachers with advanced degrees,

average teacher salary, and teacher attendan@e Patecipal conflict management style

preferences were determined from data obtained fheniROCI-II. School climate

resource indicators were obtained from data orstheh Carolina school report cards.

The data show a range in resource indicators artiengchools studied.

As Table 4.2 illustrates, between 40% and 92% achers in these schools have

advanced degrees, and between 64% and 97% ofattieets returned from the previous

year. Teacher attendance rate among the schodigdtvaried from a low of 85.7% to a
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high of 97.3%. Teacher salary across schools daaieo, from about $38,000 to about

$57,000, with the average teacher salary at $46/248

Table 4.2
Descriptive Statistics for Resource Indicators of School Climate
% Teachers w % Teachers Teacher Avg. Teacher
Adv. Degrees Returning Attendance Rate Salary
N 97 95 97 97
Mean - - 94.86 46,878.42
Min 40 64 85.7 37,970.00
Max 92 97 97.3 56,695.00

Statistical correlation procedures were used testigate possible relationships
between principal conflict management style anduese indicators of school climate.
Since four separate nonparametric correlation festsignificance were conducted,
alpha was adjusted using the Bonferroni correatiethod to 0.0125.

Using the Spearman’s rho statistic, the researekemined the relationship
between principal most preferred conflict managemsgitie and the percent of teachers
with advanced degrees. The researcher found mifisant correlation, (97) = -.025, p
= .811, existing between principal most preferredfiict management style (i.e., Style 1)

and the percent of teachers with advanced degiesde 4.3 illustrates the finding.
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Table 4.3

Spearman Correlations for the Relationship between Principal Most Preferred Conflict
Management Style and Percent of Teachers with Advanced Degrees

Correlations

Style 1 Most % Teachers w/Adv
Preferred Degrees
Spearman's rho Style 1 Most Correlation 1.000 -.025
Preferred Coefficient
Sig. (2-tailed) .811
N 97 97
% Teachers w Adv  Correlation -.025 1.000
Degrees Coefficient
Sig. (2-tailed) .811
N 97 97

Using a second Spearman’s rho statistic, the relseaexamined the relationship

between principal most preferred conflict managemsgitie and the percent of teachers

returning from the previous year. The researcbend no significant correlation(95) =

-.059, p=.570, existing between principal most @m&fd conflict management style (i.e.,

Style 1) and the percent of teachers returningolelrd.4 illustrates the finding.

Table4.4

Spearman Correlations for the Relationship between Principal Most Preferred Conflict
Management Style and Percent of Teachers Returning from the Previous Year

Correlations

Style 1 Most % Teachers
Preferred Returning

Spearman'srho  Style 1 Most Preferred  Correlation Coefficient 1.000 -.059
Sig. (2-tailed) .570
N 97 95
% Teachers Returning  Correlation Coefficient -.059 1.000

Sig. (2-tailed) .570
N 95 95
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Using a third Spearman’s rho statistic, the regearexamined the relationship
between principal most preferred conflict managensgitie and the rate of teacher
attendance. The researcher found no significameledion, (97) =-.026, p=.801,
between most preferred conflict management stydd$) and teacher attendance rates.

Table 4.5 illustrates the finding.

Table 4.5

Spearman Correlations for the Relationship between Principal Most Preferred Conflict
Management Style and Teacher Attendance Rate

Correlations

Style 1 Most Teacher
Preferred Attendance Rate
Spearman's rho Style 1 Most Preferred Correlation Coefficient 1.000 -.026
Sig. (2-tailed) . .801
N 97 97
Teacher Attendance Rate  Correlation Coefficient -.026 1.000
Sig. (2-tailed) .801
N 97 97

Using a fourth Spearman’s rho statistic, the ragearexamined the relationship
between principal most preferred conflict managersgie and average teacher salary.
The researcher found no significant correlatiod7y=-.055, p=.594, existing between
most preferred conflict management style (i.e.|leéSty and average teacher salary. Table

4.6 illustrates the finding.
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Table 4.6

Spearman Correlations for the Relationship between Principal Most Preferred Conflict
Management Style and Average Teacher Salary

Correlations

Style 1 Most Avg. Teacher
Preferred Salary
Spearman's rho Style 1 Most Preferred Correlation Coefficient 1.000 -.055
Sig. (2-tailed) .594
N 97 97
Avg. Teacher Salary Correlation Coefficient -.055 1.000
Sig. (2-tailed) .594
N 97 97

Research Question Three

Research question three asked: What relationsigpsexetween principal conflict
management style and the following process indisatbschool climate: percent of
teachers satisfied with the learning environmeetcent of teachers satisfied with the
social and physical environment, percent of teachatisfied with home-school relations,
and engagement in professional development? PBahconfict management style was
determined from data obtained from the ROCI-1Ilh@&u process indicators were
obtained from data on South Carolina school repands. Statistical correlation
procedures were used to investigate possible oaksttips between principal conflict
management style and process indicators of schiomhte. The data show a range in
process indicators among the schools studied.

As Table 4.7 illustrates, among the schools indludethe study, between 60%
and 100% of teachers are satisfied with their sishézarning environment; between

76% and 100% of teachers are satisfied with tlatiosls’ social and physical
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environment; and between 13% and 100% of teachersasisfied with home-school

relations. Engagement was determined by the nuoflaays during the year committed

to professional development. This varied amongsti®ols studied from 5.2 days to

26.7 days, with 13 as the average number of prioiegisdevelopment days.

Table 4.7

Descriptive Statistics for Process Indicators of School Climate

% Teachers % Teachers
Satisfied w Satisfied w % Teachers # Professional
Learning School’s Social/ | Satisfied w Home{ Development
Environment Physical School Relations Days
Environment
N 96 96 96 97
Mean - - - 12.6
Min 60 76 13 5.2
Max 100 100 100 26.7

Statistical correlation procedures were used testigate the possible

relationships between principal conflict managenstyle and process indicators of

school climate. Since four separate nonparameri@lation tests for significance were

conducted, alpha was adjusted using the Bonfeommelation method to 0.0125. Using

the Spearman’s rho statistic, the researcher igatst the relationship between

principal most preferred conflict management siyid the percent of teachers satisfied

with their school’s learning environment. The @s@er found no significant

correlation, r(96)=-.027, p=.795, existing betweenst preferred principal conflict
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management style (i.e., Style 1) and the percetdaufhers satisfied with the school

learning environment. Table 4.8 illustrates tmeliing.

Table 4.8

Spearman Correlations for the Relationship between Principal Most Preferred Conflict
Style and Percent of Teachers Satisfied with the School Learning Environment

Correlations

% Teachers

Satisfied w
Style 1 Most Learning
Preferred Environment
Spearman’s rho Style 1 Most Preferred Correlation Coefficient 1.000 -.027
Sig. (2-tailed) . .795
N 97 96
% Teachers Satisfied w  Correlation Coefficient -.027 1.000
Learning Environment Sig. (2-tailed) .795
N 96 96

Using a second Spearman’s rho statistic, the relseaimvestigated the

relationship between principal most preferred dohfhanagement style and the school’s

social-physical environment. The researcher faumdignificant correlation, r(96)=-

.076, p=.460, existing between most preferred adnfianagement style (Style 1) and

the percent of teachers satisfied with the schaaltsal and physical environment. Table

4.9 illustrates the finding.
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Table 4.9

Spearman Correlations for the Relationship between Principal Most Preferred Conflict
Management Style and Percent of Teachers Satisfied with School Social and Physical
Environment

Correlations

% Teachers

Satisfied w
School's Social /

Style 1 Most Physical

Preferred Environment
Spearman's rho  Style 1 Most Preferred Correlation Coefficient 1.000 -.076
Sig. (2-tailed) . .460
N 97 96
% Teachers Satisfied w Correlation Coefficient -.076 1.000

School's Social / Physical Sig. (2-tailed) 460

Environment N 96 96

Using a third Spearman’s rho statistic, the regearexamined the relationship
between principal most preferred conflict managersgiie and percent of teachers
satisfied with home-school relations. The researébund no significant correlation
r(96)=-.090, p=.384, existing between principal tqoeferred conflict management style
(Style 1) and the percent of teachers satisfiell tmitme-school relations. Table 4.10

illustrates the finding.
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Table 4.10

Spearman Correlations for the Relationship between Principal Most Preferred Conflict
Management Style and Percent of Teachers Satisfied with Home-School Relations

Correlations

% Teachers

Style 1 Most | Satisfied w Home-

Preferred school Relations
Spearman's rho Style 1 Most Preferred  Correlation Coefficient 1.000 -.090
Sig. (2-tailed) .384
N 97 96
% Teachers Satisfied w Correlation Coefficient -.090 1.000

Home-school Relations  sjg. (2-tailed) 384

N 96 96

Using a fourth Spearman’s rho statistic, the regearinvestigated the

relationship between principal most preferred dohfhanagement style and the number

of professional development days per year. Theareber found no significant

correlation, r(97)=.126, p=.219, between most preteprincipal conflict management

style (i.e., Style 1) and the number of profesdiole®elopment days. Table 4.11

illustrates the finding.

58

www.manaraa.com



Table 4.11

Spearman Correlations for the Relationship between Principal Most Preferred Conflict
Management Style and Number of Professional Devel opment Days

Correlations

Style 1 Most # of Prof Dev
Preferred Days
Spearman'srho  Style 1 Most Preferred  Correlation Coefficient 1.000 .126
Sig. (2-tailed) . .219
N 97 97
# of Prof Dev Days Correlation Coefficient .126 1.000
Sig. (2-tailed) .219
N 97 97

Research Question Four

Research question four asks: In what ways do ipahconflict management style
preferences relate to principals’ work with teasffeiTo answer this question, the
researcher interviewed seven of the principals sditomitted a completed ROCI-II
guestionnaire. Principal responses to the intergeestions provided the qualitative
data used in answering this question. The seveanipals interviewed represent the
three geographic regions of the state. The samgplades males and females; principals
in urban, suburban, and rural areas; and princigfadshools with student enroliments
ranging from less than 200 to more than 1000. &shwith Excellent, Good, Average,
and Below Average South Carolina school report edsblute ratings are represented in
the interview sample. Appendix M presents a surgroacharacteristics of the
interviewed principals.

Analysis of principal responses to the ROCI-IIwkd that 91% of participating

principals favor Integrating as a conflict managetsyle. Of the principals
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interviewed, five indicated Integrating as theieferred conflict management style; one
indicated Avoiding as the most preferred stylehviittegrating as the second most
preferred style; and one indicated Compromisinglaterating as equally most
preferred. Similarly, principal responses to imiew questions show a number of
commonalties in principal conflict management pcst. The interviews added detail to
the findings from the ROCI-II, providing specifiganples of the application of conflict
management style descriptions. The practiceseteled in the four sections that
follow. Some topics and examples appear in maa tne section because principals
discussed particular qualities and processes poree to more than one question.
Principal conflict management preferences and praates Principals were
aware of their personal preferences for handlinglmb and indicated that they are
deliberate in their approaches to conflict situagio Six of the seven agreed that the
conflict management style preference identifiedi®yROCI-1I is their preferred style.
One principal, whose primary conflict managemeylespreference was identified by the
ROCI-II as Avoiding and whose second preferenceideastified as Integrating,
considered Integrating to be more nearly her prefestyle. This principal stated that
working ahead of the occurrence of conflicts inesrb prevent them was a characteristic
of her approach to managing conflict, but that, mvbenflicts occurred, addressing them
in an integrating manner was descriptive of hevalent conflict management style. The
principals found that different situations requdiferent approaches to handling conflict.
One mentioned that males as contrasted with fenaalésiew as contrasted with veteran
teachers required different approaches. Severdipals said that in working through a

problem with a group that could not reach a consgrée principal had to make the call.
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Two principals described processes in which thdggéded conflict management of
particular situations to subordinates and at tihesto override the subordinates’
conflict management decisions. One principal dbesedrthis as using conflict
management situations as a “teachable moment.bfAlie principals spoke of the
importance of listening in the conflict managemgmicess. “l like to hear what the
person has to say, and sometimes in debriefinglipisning to them they see their own
mistake. Then it makes it easy on you to say wbatneed to say.” Principals noted
that trust was important to effective conflict mgaement, as was acknowledging conflict
when it arose. Six of the principals mentioned tharking with employees who needed
to improve performance was one of the most difficohflict management situations,
and that in these instances the conflict manageapproach depended on the persons
involved. All of the principals spoke of the impamce of flexibility in conflict
management, tailoring approaches to the situatioitlae parties concerned.
Developing conflict management stylesPrincipals mentioned a number of
similar processes in describing how they develdped conflict management styles.
The majority spoke of administrators and other menthey had worked with when they
were teachers and assistant principals, sayinghbgtlearned a great deal from these
leaders of what to do and occasionally “learniragpfrothers what not to do” as they were
developing their own conflict management stylesurkad the principals mentioned
leadership institutes they had attended as beilpduhegleaning from the assessments
and simulations in those programs information alloeir own leadership and conflict
management preferences. One principal said thatthie feedback from a leadership

institute and from self-observation she realizeat thwas probably more avoiding that |
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wanted to be, and so it was something I've reailbdtto work on, because when | was a
young principal, | wanted to be the good guy ail time.” One said that from his work
in a leadership institute “one of the things | dalydearned is that | need to talk less and
listen more.” Another had read several books orflmd management. Experience and
the growth of self knowledge have been importarthéoprincipals in developing their
conflict management styles.

Conflict management, teachers, and school climatdzach principal expressed
the importance of conflict management in their warth teachers and shared examples
from their work. Several principals mentioned &ssuelated to scheduling, such as
setting times for related arts activities, language and mathematics extension lessons,
faculty meeting times, and field days. As somatilre principal encourages, teachers at
one school frequently come to the principal witead they want to try. In working
through the details of putting these ideas intactonflict sometimes arises. The
conflict is usually related to the need for thecteax or teachers making the request to
understand how their plan would fit into the largpeeration of the entire school.
Discussion and working through the points of catfijienerally result in a plan that suits
all parties, the principal says. Several prin@gpakntioned conflicts among staff
members that eventually involved the principal.e@nincipal discussed involving
teachers in how funds are spent and noted thalictsrsometimes arose in making those
decisions. The most difficult conflict scenariggaared to be those regarding teachers
whose performance needed improvement. All of tivecpals who discussed this issue

noted conversations with the teachers involvedh@lgh these conversations may have
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been integrative at some point, this was an exapmteipals gave of times when a
conflict management style other than Integrating mave ultimately prevailed.

The principals mentioned the importance of settirggtone for professionalism,
particularly at the beginning of the school yeattigng to know the individuals and
groups they work with; listening to teachers; betfear about expectations; working as a
team with teachers; and dealing promptly and diyewgith conflict when it arises. The
principals also emphasized keeping the focus ddreim and making decisions based on
what is best for them.

One principal says that he tries at the beginpirtpe school year to set the tone
for professional interactions by reminding teachibed “if we want to be treated as
professionals, we need to act as professionale’says of the school he leads that “we
want to come to a place where we feel comfortabtevehere we feel like our opinion’s
valued.” Another says, “I think everybody beingtbe same page before everything
starts is critical.” Another speaks about the inigace of being a role model for her
staff, saying that “we’re their role model justas/thing else. How we deal with issues
helps them to deal with issues in their own class®” One veteran says that a key to
working effectively with her staff is teachers “kmimg that I'm going to listen to them
and hear them and vice versa.” Bringing groupeathers together — a grade level
group, for instance — to deal with potential carifissues is a practice mentioned by one
principal. This principal also invites teacherstiin on hiring interviews of teachers
who will be working on their grade level with thederstanding that their working
together is important to the school’s climate. “@ahool does have for the most part a

strong team existence,” she says.
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In professional development for their staffs, pifpiats address conflict
management processes as well. One principal yegialong book study designed to
address classroom management practices that alsgorated conflict management
practices among the professional staff. Anotherggral considered what she had
learned through a leadership institute she atteedamhportant that she developed a
similar experience for her staff. Among the atig of this program were those in
which participants learned about their own stresgitcluding ways of dealing with
conflict. This knowledge, shared among the erdiedf, has contributed to a strong
positive school climate in which, the principal sa$Lots of days . . . | would say there
are not conflicts whatever of any substance” thiseaamong the staff.

Principals emphasized trust and listening as kesteffective school climate.
One said, “l do try to do my best to set the talgeand make it a culture around here
where we feel comfortable coming and talking toheather.” Another observed that “a
teacher has got to feel — you've got to let thervkithat they can trust you.” One shared
that “I tend to be a kind of cut-to-the-chase karigherson. You know, ‘let’s just get to
what it is,” and | have to kind of watch that dlétbit because | think sometimes | kind of
come across as uncaring.”

Dealing with conflicts directly as they arise wagpbrtant to these principals.
“You want to get everything out on the table” stebme. Another said of conflict that
“it's something you’ve got to get a handle on,taran eat you up.” One principal
asserted that “the best way to do it is to hie&dh on, straight-forward and honest, and

make things right as quickly as you can.” One camtad that “if you don’t solve
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conflict, it will fester and get bigger and biggand it becomes something that stands in
the way of the teachers doing what they are supbtusé

New principals and conflict management Principals had suggestions for new
principals regarding conflict management. Forrtiest part, principals thought that on-
the-job training was an effective way of learniraphto manage conflict. One veteran
says, “You've got to get in there and handle iknow how you're going to handle it. . ..
| think it's something kind of like student teachinYou've got to get in there and do it
to realize what works for you and what doesn’'t wo@ne recommends “going into a
new school to learn as much as you can about tmatnunity with the students, the
parents, the teachers” and recommends “gettingasras you do that.” Another spoke
of the importance of listening and of developinige‘imindset that you are a facilitator as
a principal — not the dictator.”

Several principals spoke of the benefit in havpayticularly for new principals,
mentors among peers or other administrators. Qggested that going into a new
situation, a principal consider establishing atrefeship with a group of veteran teachers
at the school and using the group as a soundingl lasawell as a means of learning
about the school and its traditions. Principal®Wwhd participated in leadership
development institutes recommended that procebslpful to new principals, one
describing the work done at a leadership instiastésome of the best staff development
I've ever had.” Another recommends reading boaksanflict management. These
principals were clear that new principals would d&férfrom being aware of the
importance of addressing conflict. One said: “©hthe things that will either make you

or break you as a leader is your ability to dedghwbonflict and not run away from it and
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pretend it's going to take care of itself.” Frohetanalysis of the principal interviews,
four themes pertinent to conflict management pesfees and practices emerged: the
importance of listening; the importance of estdtfig trust; the importance dealing with
conflict quickly and directly; and, for principale value in developing self knowledge.
These are discussed in Chapter V.

Summary of Findings

This chapter analyzed the data collected to addhesfour research questions

presented in Chapter I. The major findings arfobews:

1. South Carolina principals who completed the ROGidlicated by a large
percentage (91%) that Integrating is their mostgored conflict management
style. Three percent or fewer principals indicated of the other four
conflict management style preferences measuredebROCI-11 (Obliging,
Avoiding, Compromising, and Dominating) as theieference. Of the
principals surveyed, 54% indicated Compromisinghas second preference.
Obliging, at 25%, was most favored by principalshesr third preference. As
a fourth preference, Obliging at 27% and Avoidin@®@26 were most
frequently selected. Dominating was the leastgoretl conflict management
style of 61% of the principals.

2. The researcher found no significant correlatiomieen principal most
preferred conflict management style and the fosouece indicators of school
climate: percent of teachers returning from theviongs year, percent of
teachers with advanced degrees, average teachey,sald teacher

attendance rate.
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3. The researcher found no significant correlatiomieen principal most
preferred conflict management style and the foacess indicators of school
climate: percent of teachers satisfied with theriges environment, percent of
teachers satisfied with the social and physicairenment, percent of
teachers satisfied with home-school relations,emghgement in professional
development.

4. The interviewed principals considered conflict mgeraent to be an

important skill and conflict management proces

sesoatributing to positive
school climate. From the conversations, four treesraerged: the importance
of listening; the importance of establishing trake importance of dealing
with conflict quickly and directly; and, for prinmals, the value in developing
self knowledge. Principals viewed developing dffecconflict management
strategies as a key skill for new and veteran fpais.

Chapter IV presented analysis and discussioneofitta collected for this study.

Chapter V reviews the purpose of the research, saanmes and discusses the findings,

and offers considerations for practitioners as aglfecommendations for further study.
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CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

This chapter presents a summary of the study andusions drawn from the
research findings presented in Chapter IV. Itrsfi@onsiderations for action and
recommendations for further research.

Summary of the Study

The purpose of this mixed methods study was tone@the relationship
between principal conflict management style ansdsthlimate. Research was
conducted to identify conflict management stylefgmences of South Carolina
elementary school principals, determine wheth&lationship exists between conflict
management preference and eight indicators of $dtomate, and investigate ways
principal conflict management preferences are aatsatwith school climate as climate
relates to principals’ work with teachers. Cortfhtanagement style preferences were
measured using the Rahim Organizational Conflieeirtory-11 (ROCI-I1), which
identified five conflict management styles: Integrg, Obliging, Avoiding, Dominating,
and Compromising. School climate was assessed tisnfollowing eight indicators of
school climate reported on South Carolina schqmbntecards: percent of teachers
returning from the previous year, percent of teexketh advanced degrees, teacher
attendance rate, average teacher salary, percegdaifers satisfied with the learning

environment, percent of teachers satisfied withsth&al and physical environment,
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percent of teachers satisfied with home-schootioela, and time spent in professional
development. Interviews with seven principals wbmpleted the ROCI-Il assessment
provided data to expand the understanding of grai@onflict management style as it
relates to school climate and principals’ work wighchers.
Study Design

The study was designed to include South Caroleaentary school principals
who serve schools with grades spanning four-yedkimldergarten through grade five or
five-year-old kindergarten through grade five arttbwvere serving in their present
assignment for at least the third consecutive y&aperintendents in South Carolina
school districts were contacted to inform themhaf $study and allow them to decline
participation of the eligible principals in theiistticts. From participating districts,
which represented all geographic areas of the,stdtprincipals were asked to
complete the ROCI-II survey. Ninety-seven printspar 55%, returned usable surveys.
From this group, the researcher selected sevenipais with whom to conduct semi-
structured interviews. Five of the seven had dlmmanagement style preference of
Integrating as indicated by the ROCI-II, one hgeference of Avoiding, and one
equally preferred Integrating and Collaboratingatdfrom the 97 principals’ surveys
and the schools they serve are included in thertiegpalong with qualitative data
provided through the seven principal interviews.
Research Questions

The study sought to answer four research queséindemployed both
guantitative and qualitative methods. For questio®, a descriptive procedure was used.

Questions two and three, which investigated poss#lhtionships between principal
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conflict management style preferences and schouhtt indicators, were answered
using the Spearman’s rho procedure, appropriatedoparametric measures. Analysis
of semi-structured interviews served as the basiariswering question four. Chapter IV
presents detailed discussion of the results. Ansam of the findings follows.

Research question oneWhat conflict management style do South Caro$ina’
elementary school principals prefer?

Analysis of principal responses to the ROCI-II, erhidentified the five conflict
management style preferences Integrating, Oblighvgjding, Dominating, and
Compromising, showed that South Carolina elemergeinpol principals
overwhelmingly, at 91%, prefer Integrating as tmeost preferred conflict management
style. Three percent or fewer principals indicaaag one of the other four conflict
management styles as their most preferred style.

Research question twoWhat relationship, if any, exists between principal
conflict management style preference and the fatigwesource indicators of school
climate: percent of teachers with advanced degpegsent of teachers returning from
the previous year, average teacher salary, antigeattendance rate?

The Spearman’s rho statistic was used to studyetéonship between principal
conflict management style preference and the fesmuirce indicators of school climate.
Results of the analysis showed no significant datien existing between principal
conflict management style preference and percetgamhers returning from the previous
year, percent of teachers with advanced degreesage teacher salary, and teacher

attendance rate.
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Research question threeWhat relationship, if any, exists between printipa
conflict management style preference and the fatigyprocess indicators of school
climate: percent of teachers satisfied with therlgsy environment, percent of teachers
satisfied with the social and physical environmeetcent of teachers satisfied with
home-school relations, and time spent on profeasidevelopment?

The Spearman’s rho statistic was used to studyetéonship between principal
conflict management style preference and the foaegss indicators of school climate.
Results of the analysis showed no significant datien existing between principal
conflict management style preference and percetgauhers satisfied with the learning
environment, percent of teachers satisfied withsth@al and physical environment,
percent of teachers satisfied with home-schootiogla, and time spent on professional
development.

Research question four: In what ways do principals’ conflict management
preferences relate to their work with teachers?

The interviews showed a number of commonalitiesragribe seven principals
interviewed. All were aware of their personal prehces for handling conflict and
conscious of the ways they managed conflict sibuagti They considered conflict
management an important part of their work and idiexy specific ways in which
effective conflict management among principal atadf €ontribute to a positive school
climate. Although principals were aware of thanflict management style preferences,
they emphasized that different situations mayfcaltifferent approaches and were

willing to use approaches other than their mostgored when necessary. Several
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themes emerged. The importance of listening, kskatg trust, addressing conflict
quickly and directly, and developing self-knowledgeeived particular emphasis.

Principals’ awareness of their conflict managenstyie preferences was
accompanied by their awareness of how their cdanfl@nagement styles developed.
Principals had learned from mentors and family mersiland from observing the ways
other administrators approached conflict. Thegypals mentioned books they had read,
leadership institutes they had attended, and tveir early experiences as teachers and
administrators. Self-reflection had been bendfttidhese principals as they developed
their conflict management styles.

Discussion and Conclusions

Discussion of Overall Findings

The purpose of this study was to determine cdnftianagement style preferences
of South Carolina elementary school principals exaimine the relationship between
principal conflict management style and school aelien The quantitative findings show
that the sample group of principals overwhelmingigfer the Integrating conflict
management style. The findings indicate, as wadlt ho significant relationship exists
between principal conflict management style praefeeeand the eight indicators of school
climate used in the study. Interviews with sevangipals added to the understanding of
the ways principals use conflict management strasag their work with teachers. Four
themes emerged from the interviews: the importaridistening; the importance of
establishing trust; the importance of dealing weibmflict quickly and directly; and, for

principals, the value in developing self knowledge.
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Discussion of Quantitative Findings

Ninety-one percent of principals in the study idfeed Integrating as their most
preferred conflict management style. That Intaggatvas the most preferred style was
not surprising. That this style, or any one stiileyever, was so strongly preferred was
unexpected. Several possible explanations foy whde speculative, are presented,;
others may exist as well. One consideration is#tigng in which the principals work.
Much of the work in elementary schools is collaltieea Individuals who prefer to work
in this manner may be drawn to environments thihfaathis type of expertise.
Correspondently, the work environment may fosterdbvelopment of the skills of
collaboration and an integrating conflict managenstyle. The interviewed principals
expressed an awareness of the importance of the thldt characterize an integrating
and collaborative manner of working with peoplehey spoke of teamwork among the
staff, of “all being on the same page,” and of mimdegbehaviors for teachers that would
carry over into classrooms, one commenting thatcgals are role models for teachers,
and that “how we deal with issues helps them & d&h issues in their own
classrooms.” Another consideration is culturatisgt Southern United States has a
tradition of politeness and decorum which ofterludes approaching conflicts indirectly.
This larger social context may influence conflicimagement behaviors and preferences
as well.

The quantitative findings provide links to thgadies cited in Chapter II. In
Blackburn’s 2002 study, which used the ROCI-llghpiating was the most preferred
style of the 30 secondary school principals whasees were reported in the research.

Dillard’s 2005 study of 195 secondary school aasisprincipals used the Thomas-
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Kilmann MODE instrument, which reports five conflmanagement style preferences
similar to those reported on the ROCI-II, and fo@ampromising, comparable to
Compromising on the ROCI-II, to be the most prefdrstyle and Collaborating,
comparable to Integrating on the ROCI-II, to besbeond most preferred style of these
respondents. These two preferences represerdughhin reverse order, the most
preferred and second most preferred conflict mamage style preferences in the current
study. Hoffman’s 2007 study, which used the RQCHentified Integrating as the
most preferred conflict management style prefererficbe 98 college student leaders in
that study. Also of note is that, similar to therent study’s findings in which principals
indicated Dominating as their least preferred stglackburn found Dominating to be the
least preferred conflict management style of theggpals in that sample; and Dillard
identified Competing, analogous to Dominating om ROCI-II, as the least preferred
style in her study. In contrast, Hoffman’s collegedents indicated Avoiding as their
least preferred style. A third point of comparidmiween the current study and
Blackburn’s and Dillard’s studies is that, althowdjfierent in a number of ways, none of
the studies found a significant relationship betwpencipal self reported conflict
management style and the variables named in tlkéestu

In considering the conflict management style pegiees of the participants in the
current study as well those in the studies citemlabit should be noted that Integrating
was identified as the preferred — or in one cdmesecond most preferred — style, not the
only style these respondents used. It should bedradso that in each of these studies
conflict management style preferences were setirted, and were reported in regard to

conflicts with subordinates, not conflicts with gugisors or peers.
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Investigating conflict management preferences fdififierent perspectives is a
reasonable consideration. The overwhelming preterdor the Integrating conflict
management style found in this study offers an @ptamAdditional investigations of
elementary principals’ conflict management prefeesncould yield similar results;
likewise, results might vary. If further studiesd the Integrating style, or any one style,
preferred by such a large percentage of particgpambking at the findings through the
lenses of different instruments or qualitative geheres should be considered. The
Recommendations section of this study providesiBpatggestions.

Discussion of Qualitative Findings

The principal interviews were conducted to invgstie ways that principal
conflict management preferences relate to prinsipabrk with teachers. In addition to
expanding the understanding of the ways principeaage conflict, analysis of these
data offered a number of connections to relatedditire. Examples of these connections
follow.

The Integrating style is described by Rahim, thesttgper of the ROCI-II, as
appropriate “in utilizing the skills, informatioand other resources possessed by
different parties to define or redefine a problem o formulate effective alternative
solutions” (2001, p. 81). Closely paralleling Rars definition, Goleman, Boyatzis, and
McKee assert that that “leaders who manage cosftiest are able to draw out all parties,
understand the differing perspectives, and theshdicommon ideal that everyone can
endorse” (2004, p. 256). The Integrating styleeftective, too, of Peter Senge’s idea of

dialogue, based on its Greek radig-logos. “A free-flowing of meaning through a
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group, allowing the group to discover insights atbéinable individually” (1994, p. 10).
Principals’ descriptions of their work illustrateetse aspects of the Integrating style.

The principal conversations provided examples fpvactitioners of the
application of conflict management principles, afithe Integrating style in particular.
Collecting the qualitative data provided the reskar with “the opportunity to learn
about what you cannot see” (Glesne, 2007, p. 8dglitlonally, as the principals
responded to the interview questions, they off@azkss to their thoughts and practices,
providing “serendipitous learnings that emerge ftbmunexpected turns in discourse
that your questions evoke” (Glesne, p. 81). Thesehed the findings.

The interviews highlighted, in particular, four thes: the importance of
establishing trust with teachers, the importanciéstégning; the importance of addressing
conflict promptly and directly; and, for these mipals, the importance of developing
self-knowledge. The work principals described aidding trust included being open and
accessible; being clear with their staffs abouir tepectations, particularly regarding
professional behavior; and being honest and truthfbese qualities echo qualities
Covey cites inThe Speed of Trust of clarifying expectations, being open and transpg
and making a point to “talk straight” (2006, p. 23@n research on what followers
expect of their leaders, Kouzes and Posner (198¥3)lfound honesty the most
frequently selected leadership characteristic. @phasis on trust is also echoed by
Tschannen-Moran (2004), who speaks of effectivegguals as those who promote trust
in schools by “demonstrating flexibility, focusiog problem solving, and involving
teachers in important decisions” (p. 188), thus alestrating trust in their staff. Sweeney

(1992), whose work is discussed in Chapter I, tbumhis research of over 600 schools

76

www.manaraa.com



across the United States that trust and collegiatié primary factors in effective school
climates. InBuilt on Trust: Gaining Competitive Advantage in Any Organization,

Ciancutti and Steding (2000) hold that trust witamorganization is more than simply a
highly regarded human value; it is a quality thert e created within an organization
that will give the organization a competitive edde.their discussion, they offer a
profound statement in simple terms when they safyttiat the best starting point for
handling any situation is to simply tell the truth.

The principal interviews also brought out prindgdeliefs that listening was an
important conflict management strategy. Managertienature reinforces this assertion.
Covey (2006) recommends: “Listen before you spaakderstand. Diagnose. . .. Don'’t
assume you know what matters most to others. OQwaiume you have all the answers
— or all the questions” (p. 214). Goleman et alpbkasize the effectiveness of leaders
who “listen attentively and can grasp the othespnis perspective” (2004, p. 255).
Kouzes and Posner consider “listening to what gpieeple have to say and trying to
appreciate and understand their particular viewgbdin important ingredient in building
trust (1987, p. 152). The principals shared ttl@ughts on listening. One said, in
describing the way she approached most conflicagdns: “I try to be aware and just
listen and hear all sides.” Another said: “I'vedsaa conscious effort when someone’s in
here to be a better listener and to hear whatghgyand truly listen to them.” A third
expressed the belief that an important part ofisgleonflicts with a staff member is
when “a person is in private and they can talk alfmags and get it on the table.” Still

another said: “I think that’s one of the big thingsyou’'ve got to be a listener. You've
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got to.” The principals were clear that listenimgs an important conflict management
strategy for them.

Another theme that emerged from the interviews thasmportance of facing
conflicts, dealing with them, and not letting thé&ster. A number of quotes from the
principals regarding addressing conflict quicklylatirectly are presented in Chapter IV.
Principals also said: “You can’t ignore things. Ddet them fester.” “One thing that
will either make you or break you is your abilitydeal with conflict.” “In most cases,
I'll want to confront it head-on.” This approachendorsed iPrimal Leadership, in
which Goleman et.al. say: “Leaders who manage misifbest are able to draw out all
parties. . . . They surface the conflict, acknowkethe feeling and views of all sides, and
then redirect the energy toward a shared ideal0420. 256). Covey (2006) advises:
“Take issues head on, even the ‘undiscussableddress the tough stuff directly” (p.
191). Kouzes and Posner reflect this position whey say that “you need to deal
honestly with problems before they happen” (1993,0Y). The interviews with the
principals demonstrated the value they place inglthis.

All of the principals interviewed were conscioustleéir conflict management
preferences and practices and aware of how thestoped. Four of the seven
mentioned attending at least one leadership dereaopacademy and participating in
assessments and activities that gave them ingightheir conflict management
preferences. One principal had read a numberafson leadership and conflict
management. The principals spoke of the valubaxdd experiences. Five of the seven
mentioned the importance of working with and obsw®yyvearly in their careers, other

administrators and leaders. These principalsnedeo the importance of mentors when
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they were new administrators as well as in thefrent positions. All seven discussed
the value of experience in developing their cobfilanagement styles. Kouzes and
Posner (1993) speak to the importance of leadeywikig themselves. Goleman et al.
(2004) consider strong self-awareness and self-geanant to be key leadership
competencies. The principals demonstrated a reghe@ of self awareness and self
management as they discussed the processes thwhigfhthey developed their conflict
management skills, and they indicated continueariif that area.
Discussion of School Climate

This study of the relationship between principatftict management style and
school climate justifies an additional look at sthdimate and its indicators. As
discussed in Chapter Il of this study, definingaatclimate has challenged researchers.
Determining appropriate climate indicators as beehallenge, as well. This study has
used climate indicators from the South Carolinabstheport cards; their use on the
report cards indicates their importance in Souttofdea. Data for the resource
indicators are drawn from South Carolina Departnoéiiducation information on
teachers returning from the previous year, teachéhsadvanced degrees, average
teacher salary, and teacher attendance numbeasa f@ one of the process indicators —
days per year per teacher spent on professional@awent — are drawn from South
Carolina Department of Education information aslwelnly three of the eight indicators
— percent of teachers satisfied with the schoashleg environment, percent of teachers
satisfied with the social and physical environmeant] percent of teachers satisfied with
home-school relations — report results of teachesgponses to climate-related factors.

Using different or additional climate indicatorgrpcularly those that assess specific
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aspects of climate related to teacher collaboraimhinnovation, may provide a fuller
view and specific information helpful in produciaghool climates supportive of the
professional practices that enhance student outsome

Conclusions

The purpose of this study was to investigate thelicdb management styles of
South Carolina elementary school principals asetlpesferences relate to school climate.
The study found an overwhelming preference amoeagémple group of principals for
the Integrating conflict management style. Intewws with seven principals, the majority
of whom preferred the Integrating style, providedraples of ways principals use
conflict management in their work with teachers added to an understanding of the
Integrating conflict management style. Descripgioncollaboration offer suggestions
for professional practice that may contribute tpiaved student outcomes. Analysis of
guantitative data was useful in looking at curfemdings in light of the results of the few
prior studies that were available and are citeGhapter Il. Combined, the findings
suggest a tentative indication of principal corflitanagement preferences.

In providing a look at conflict management prefexes of elementary school
principals, the study expands the understandintbisfaspect of principal leadership and
provides specificity to the understanding of prefesal collaboration in schools.

Finding no relationship between conflict managenstyle preferences and measures of
school climate has value as well, in that it led&irther questions and implies the need

for additional study. Recommendations for practind further research follow.
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Recommendations

The intent of this study was to examine the retetiop between principal conflict
management style and school climate, with the gbhlrthering the knowledge
regarding factors that contribute to school improeat. The data analysis indicated that
91% of the principals surveyed preferred the Irdaggg conflict management style. The
data also showed no statistically significant ielahip between principal conflict
management style and eight indicators of schoolatk reported on South Carolina
school report cards. Analysis of principal intews revealed four themes that expanded
the understanding of administrator conflict managenpractices in schools: listening,
establishing trust, addressing conflict quickly alectly, and developing self-
knowledge. These themes relate to conflict managéaind organizational literature and
are pertinent to leadership and administrativetm@ac The findings hold implications
for educational agencies and practitioners as agetiffer direction for future research.
Implications for Action

The importance of self-knowledge was clear ambegorincipals interviewed.
The principals referred to books they had readla@adership institutes they had attended
and discussed new learning about conflict manageprantices that had resulted from
this work. All of the principals cited the bensfif association with mentors and
colleagues. The principals spoke of articulatirgeetations for their staffs regarding
professional behavior, and two described profesgidavelopment activities they had
provided for their staffs that included conflict neement information. The findings

lead to the following recommendations:
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1. State boards of education should look closely atnefits of requiring, or at
minimum encouraging, all new principals to partatgin leadership training
programs such as those the interviewed principadsribed that would include
individual assessments, simulations, individual gralip learning, and
associations with mentors. The work would provadeasions for receiving
feedback from mentors and colleagues as well as fingtruments such as the
ROCI-II with the goals of increasing self-knowlegdgeoviding opportunity for
reflection, and fostering personal and professignaivth.

2. Districts should consider professional growth apyaties for administrators in
their districts that include use of the ROCI-llather instrument that yields
individual conflict management preferences. Uselividually or with a mentor,
this would extend self-knowledge; used collectivielproblem-solving
situations, this could benefit both individual peigants and the organization.
Work that leads to an understanding of each cdanfimnagement style and
appropriate applications of each should be a gastich study. Goleman et al.
(2004) speak of the importance for leaders of coeot individual and
organizational learning. The conversations wiihgpals reflected similar
views.

3. Principals should consider offering professionalelepment programs for their
staffs that include use of the ROCI-II or othettinmsent that yields individual
conflict management preferences. As mentioned@dmoth individuals and the

organization stand to benefit.
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Recommendations for Further Study

Conflict management and school climate, separatedlyin relation to each other,
offer rich ground for inquiry. A fairly large bodyf research exists related to conflict
management and school climate as well as to thederaarea of leadership, of which
conflict management is a part. Few studies, howdwave investigated conflict
management as it relates to school climate. Tédtseof this study contribute to the
research and raise a number of questions as Wed.questions, in turn, suggest areas
for further research.

Of particular note are these questions:

e Elementary principals in the study overwhelmingtgfprred the Integrating
conflict management style. Is this preferencetlohito elementary principals
in South Carolina, or does it reflect the prefeemneaf elementary principals in
other geographic regions nationally and internatilyras well as those who
lead schools of other grade configurations suatidslle schools and high
schools?

e Do principals’ self-assessed conflict managemesifiepences align with their
conflict management practices as viewed by thaifs

e This study found no significant correlation betwegeimcipal conflict
management style and eight indicators of schooiatie. What would be the
results of conducting similar research using otienate indicators?

Recommendations for future research follow:

1. Conduct similar quantitative research using the RD@ith middle and high

school principals in South Carolina, principalsioh-public schools, and
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principals in other states. A larger sample waileét a fuller picture of
principal conflict management preferences and posgientify trends as well
as outliers.

. Conduct similar interviews with middle and high sohprincipals as well as
principals from other geographic regions. Conilsstues related to school
climate may contrast greatly among schools of thfiegrade configurations
and geographic regions. Looking at conflict mamaget among a broader
range of principals would add to the understandiigchool climate,
particularly if different conflict management prefaces were identified. The
similarities and differences of conflict issues amadhis broader sample of
principals would also increase understanding afative, and possibly
ineffective, conflict management strategies anddeship behaviors of
principals.

Investigate school climate using indicators othantthose reported on the
South Carolina school report cards. As an exantipgeQrganizational
Climate Descriptive Questionnaire (Hoy, Tarter, &udtkamp, 1991),
measures six aspects of principal and teacher bmtewd climate openness.
An investigation of the relationship of principardlict management style
and other indicators of school climate may shoviffarént pattern of
correlation. The current research cannot be rafgletin other states because
the measure of climate indicators in this studynisted to South Carolina
only. If similar research is done in schools ofifian South Carolina public

schools, identification and quantification of clirmandicators common to

84

www.manaraa.com



5.

those schools would be necessary. As the Corael&tds and the common
assessments are implemented among the 45 statésteaadopted them,
common measures of factors related to school ofiraatl student
achievement would be useful

Consider using the ROCI-II, Form B, with principalsd a corresponding
instrument, the ROCI-1I, Form A, with teachers. eTROCI-II, Form A,
allows subordinates to assess their supervisorglicomanagement style.
Having data from teachers they supervise as wétbas the principals
themselves would allow principals to determine g¢aegce of their self-
perceptions and the perceptions of their teaclegyarding conflict
management behavior. This information would agsisicipals in developing
self-knowledge and possibly lead to related prodess development
activities.

As an extension of the research to measure congguamrincipal conflict
management style as identified by leader (pringigadl followers (teachers),
consider investigating the relationship of conflitinagement style
congruence and school climate indicators. Resfilssich a study could help
clarify the significance of conflict managementiie study of school climate.
Research on principal conflict management prefegnelated to gender,
ethnicity, and number of years in a position isitgd. Studies related to these
factors would broaden the understanding of confliahagement style

preferences and practices.
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In schools, conflict management is one of the pryrunctions of the
principal. This study looked at principal conflrmanagement preferences and
eight indicators of school climate. Analysis oé tthata showed a strong
preference among the principals in the study ferltttegrating conflict
management style and no significant relationshipveen principal conflict
management style preference and the eight indeatoschool climate studied.
Analysis also showed an emphasis on building tliss¢ning, dealing with
conflict promptly and directly, and developmenseff-knowledge as important
aspects of conflict management among the principhts were interviewed. As
the importance of education continues to be agfarte national conversation,
the work within schools and the people who perftimat work will continue to
receive focus. Studies such as this will add éokifowledge of what works in

schools and where one might look for further stadgt understanding.
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APPENDIX A
Sample Iltems from the Rahim Organizational Confheentory-Ii

(Total number of items on the inventory is 28.)

Strongly Strongly
Agree Disagree
I try to work with my subordinates for a proper ergtanding
of a problem.
I generally try to satisfy the needs of my suboatis.
I use my influence to get my ideas accepted.
| try to stay away from disagreement with my sulomates.

| try to find a middle course to resolve an impasse
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APPENDIX B

Interview Questions

. When you are involved in a conflict situation —agpotential conflict situation —
with a staff member or members, are you aware of personal preferences for
handling conflict?

Do you agree with the ROCI-II designation of yowefprred conflict
management style?

Do you find that there are situations with teachbeas require differing
approaches to handling conflict? Will you descrioe or two situations that
have required different conflict management appnea®

How did you develop your conflict management styl&as this conscious and
deliberate?

How important is conflict management to your worlkhaeachers?

In what ways do you see conflict management afigachool climate as climate
relates to teachers and their work?

. What are your thoughts regarding new principals @rdlict management?
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APPENDIX C
Superintendent Introductory Email Letter
Dear (supt):

As a doctoral student in the Department of Educalibeadership and Policies at the
University of South Carolina, | am conducting mgs#rtation research on the
relationship of principal conflict management stgted school climate. As part of the
research study, | would like to survey elementahosl principals regarding their
conflict management style preferences.

The study will include principals of K-5 or 4K-5tsmols who have served in their present
position for at least two years prior to the cutnggar. The conflict management survey
instrument is the Rahim Organizational Conflictttasent-11 (ROCI-II). The 28-item
Likert-style survey will take around 10 minutesctumplete and can be completed with
paper and pencil or online. Principals will beeatd obtain their individual scores, which
will indicate a conflict management style prefemnéndividual scores will be available
only to participants themselves. Following anayai conflict management style
surveys, | plan to interview a maximum of 10 papiting principals statewide to gain a
deeper understanding of the ways principals haraidict. Climate indicators will be
drawn from school report cards. Individual priradi schools, and districts as well as
identifying factors from interviews will remain gitly confidential Sample questions
from the ROCI-Il and interview questions followdlpage and are attached to the email
as well.

My plan is to contact principals between Februahya@d March 2. If you need
additional information or have concerns about theigipation of principals in your
district, please let me know. Your support andgheicipation of principals in your
district are critical to the success of this stualyd | am grateful to you for taking the
time to consider this information. | can be reathe(803) 285-1974 or at
kmboucher@comporium.netrou may also contact my faculty advisor, Dridul
Rotholz, at (803) 777-2831 or at jrotholz@mailboxesu.

Thank you in advance for your assistance with phigect.
Miriam Boucher

Ph. D. Candidate
University of South Carolina
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APPENDIX D
Principal Initial Email Letter
Dear Principal,

As a requirement of my doctoral degree in Educalid@ministration at the University

of South Carolina, | am conducting dissertatioreaesh investigating the relationship
between principal conflict management style prefees and school climate indicators in
elementary schools in South Carolina, and am sgejanr help. The climate indicators
will be drawn from the South Carolina school regantds. The study will include
elementary principals who have worked in their entmposition for at least two years
prior to the current report card year and whosealsireflect a 4K-grade 5 or 5K-grade 5
organizational pattern.

Attached is a copy of the Rahim Organizational Ganlinventory-11 (ROCI-II), an
instrument that will provide conflict managementistpreferences. | would appreciate
very much your completing it and returning it to mihin 10 days of receipt of this
email. The time involved is around 10 minutesum sending a hard copy of the survey
by postal mail as well, so you can complete theesuand return it in the envelope
provided if you prefer.

At all times during and following the study, pripal anonymity and confidentiality will
be protected. At no time during or upon completbithe study will individual results

be shared with others or individual principals cnaols be identified. | will be glad to
share the results of your conflict management suwith you individually, as well as an
executive summary of the research. Please lef ymiiare interested in receiving these.

If you have any questions, please call me at (283)}1974 or email me at kmboucher
@comporium.net; or contact my advisor, Dr. Julig¢ifetz, at (803) 777-2831 or
jrotholz@mailbox.sc.edu. As a former elementaig@pal, | know how busy you are,
and appreciate your taking the time to considex thguest. | will be very grateful for
your assistance in this research.

Sincerely,

Miriam Boucher

(insert link)
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APPENDIX E

Principal Initial Postal Mail Letter
Dear Principal,

One of the most important responsibilities of apipal is handling conflict. In research
that | am conducting for a doctoral degree in Etooal Administration at the

University of South Carolina, | am studying corfflimanagement styles of elementary
school principals in South Carolina and investiggitivhether relationships exist between
conflict management preferences and school climalieators found on the South
Carolina school report cards.

For the research, | will look at conflict managetn&yle preferences of elementary
principals who have served in their current posgior at least two years prior to the
most recent report card year and whose schools sgades 4K-5 or 5K-5. Principals
are asked to complete the Rahim Organizational I[€biriventory-Il, Form B (ROCI-
I), which should take around 10 minutes.

Enclosed is a copy of the ROCI-1l and a self-adskdsstamped envelope. | ask that you
complete the Inventory and return it to me withen tlays of the receipt of this letter. |
am also sending via email a letter with a linkie survey so that you can respond online
if you prefer. Principal anonymity and confidetitiawill be protected throughout the
study and ensuing publication.

Please call me at (803) 285-1974 or email me atckrolier@comporium.nebr contact
my advisor, Dr. Julie Rotholz, at (803) 777-283%rotholz@mailbox.sc.edii you have
any questions. If you would like the results ofiyandividual conflict management style
preference survey or a copy of the executive sumimifathis study when completed,
please indicate below and return with your survey.

Know that | appreciate your taking the time to adaesthis request and will be grateful
for your participation in the study.

Sincerely,
Miriam Boucher
I would like my confidential individual ROCIlHlesults.

I would like to receive an executive summdrihe overall study results when
completed.

98

www.manaraa.com



APPENDIX F

Principal Follow-Up Email Letter

Dear Principal,

Recently you received an email and a postal letittr a survey, the Rahim
Organizational Conflict Inventory-1l (ROCI-II). Yo response to the survey would be
very helpful to me.

| am working toward a degree in Educational Adntmaison from the University of
South Carolina and conducting research that lobksircipal conflict management style
preferences and school climate indicators. Sctiankte indicators will come from the
South Carolina school report cards, and informadiomprincipal conflict management
preferences will come from principal responseh®ROCI-1l. Completing the survey
should take around 10 minutes. Responses to theysare completely confidential, and
no individual principal, school, or district wilebdentified in the reporting. If you have
any questions, please contact me at kmboucher@agampaetor my advisor, Dr. Julie
Rotholz, at jrotholz@mailbox.sc.edu

You can access the survey by clicking this linksért link) | would very grateful | you
would complete the survey and will be happy to sgmdthe confidential individual
results at the completion of the study. | know Hmwsy principals are, and appreciate
your taking the time to consider this request.

Sincerely,

Miriam Boucher
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APPENDIX G
Principal Follow-Up Postal Mail Letter
Dear Principal,

Recently you received an email and a postal letittr a survey, the Rahim
Organizational Conflict Inventory-11 (ROCI-II). Yo response to the survey would be
very helpful to me.

| am working toward a degree in Educational Adnimaison from the University of
South Carolina and conducting research that lobksirecipal conflict management style
preferences and school climate indicators. Scbionkte indicators will come from the
South Carolina school report cards, and informadiemprincipal conflict management
preferences will come from principal responsehi®ROCI-1l. Completing the ROCI-II
survey should take around 10 minutes. Respongée wurvey are completely
confidential, and no individual principal, schootf,district will be identified in the
reporting. If you have any questions, please aimtee at kmboucher@comporium.net
or my advisor, Dr. Julie Rotholz, at jrotholz@maisc.edu

If you would complete the enclosed survey and retiuto me in the envelope provided, |
would appreciate it very much. | will also sendogpy of the survey by email, should you
prefer to complete the survey online.

The many demands on a principal’s time are famiaad | thank you for taking the time
to consider this request.

Sincerely,

Miriam Boucher

I would like my confidential individual ROCIlHlesults.

I would like to receive an executive summdrthe overall study results when
completed.
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APPENDIX H
Informed Consent Form

| agree to participate in the doctoral dissertasitudy conducted by Miriam Boucher,
doctoral candidate at the University of South Aaeol The study investigates the
relationships between principal conflict managenstyie and school climate.

| understand that:
e The school district is neither sponsoring nor canig this research.
e There is no penalty for not participating.
e Participants may withdraw from the study at anyetwithout penalty.

Signed:

Printed name:

Date:

I would like my confidential individual ROCIlHlesults.

I would like to receive an executive summdrihe overall study results when
completed.
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APPENDIX |
Principal Email Letter with Informed Consent
Dear Principal,

Recently | sent you a postal letter with a suribg,Rahim Organizational Conflict
Inventory-11 (ROCI-II). Your response to the suyuweould be very helpful to me.

| am working toward a degree in Educational Adntmaison from the University of
South Carolina and conducting research that lobksircipal conflict management style
preferences and school climate indicators. Sctionkte indicators will come from the
South Carolina school report cards, and informadiomprincipal conflict management
preferences will come from principal responseh®ROCI-1l. Completing the survey
should take around 10 minutes. Responses to theysare completely confidential, and
no individual principal, school, or district wilebdentified in the reporting. If you have
any questions, please contact me at kmboucher@agampaetor my advisor, Dr. Julie
Rotholz, at jrotholz@mailbox.sc.edu

You can access the survey by clicking this linksért link) | would very grateful if you
would complete the survey by postal mail or emad will be happy to send you your
confidential individual results at the completiditloe study. Your district requires a
signed informed consent form, so please returntthate in the self-addressed envelope
sent earlier.

| understand the many demands on a principal’s,tend appreciate your taking the
time to consider this request.

Sincerely,

Miriam Boucher
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APPENDIX J
Principal Postal Mail Letter with Informed Consent
Dear Principal,

One of the most important responsibilities of apipal is handling conflict. In research
that | am conducting for a doctoral degree in Etlooal Administration at the

University of South Carolina, | am studying corifimanagement styles of elementary
school principals in South Carolina and investiggiivhether relationships exist between
conflict management preferences and school climalieators found on the South
Carolina school report cards.

For the research, I will look at conflict managetsyle preferences of elementary
principals who have served in their current posgifor at least two years prior to the
most recent report card year and whose schools ggades 4K-5 or 5K-5. Principals
are asked to complete the Rahim Organizational li€biriventory-Il, Form B (ROCI-
I), which should take around 10 minutes.

Enclosed a copy of the ROCI-II, along with an im@d consent form that your district
requires and a self-addressed stamped envelaek that you fill out the informed
consent form and complete the inventory, returiiath to me within ten days of the
receipt of this letter. 1 am also sending via dradetter with a link to the survey so that
you can respond online if you prefer. With emaittiipation, | will still need you to
sign and return the informed consent form. Ber&skthat principal anonymity and
confidentiality will be protected throughout thedy and ensuing publication.

Please call me at (803) 285-1974 or email me atckrolber@comporium.nebr contact
my advisor, Dr. Julie Rotholz, at (803) 777-283%rotholz@mailbox.sc.edii you have
any questions. If you would like the results ofiyandividual conflict management style
preference survey or a copy of the executive sumimifathis study when completed,
please indicate below and return with your survey.

Know that | appreciate your taking the time to adaesthis request and will be grateful
for your participation in the study.

Sincerely,

Miriam Boucher
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I would like my confidential individual ROCIl+lesults

I would like to receive an executive summdrihe overall study results when
completed.
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APPENDIX K

Principal Conflict management Style Response Letter

Dear ,

This spring | asked you to participate in conflithtnagement style research | am
conducting through the University of South Caroloyacompleting and returning the
Rahim Organizational Conflict Inventory (ROCI-Il).am grateful to you for doing this.
This letter contains your conflict management spyleferences identified by the ROCI-II
and related information on conflict managementestyl

The research identifies five styles of managindgflazinintegrating, obliging,

dominating, avoiding, and compromising. Each siyleseful, depending on the nature

of the conflict, circumstances surrounding the tonfand the parties involved.

Although people generally use all five styles, tbgearch indicates that most people have
a preferred style or styles.

Your preferences are given below, ranging from yoost preferred to least preferred.
Enclosed is an explanation of each style. If yauehany questions, please email me at
kmboucher@comporium.net call me at 803-285-1974.

Thank you for participating in this project.

Sincerely,

Miriam Boucher

Conflict Management Style Preferences
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APPENDIX L
Summary of Participant Numbers
Information on school numbers is extracted fromS3beth Carolina School Report Cards
for 2010-2011 posted on the South Carolina DepartmieEducation website.
Number of elementary schools in South Carolina 631
Number of schools in South Carolina comprised ofgt&de 5 and 5K-grade 5: 362
Number of schools in South Carolina comprised ofgt&de 5 and 5K-grade 5

with principals who have served in their currensipion for three or more years: 297

Number of schools comprised of 4K-grade 5 or 5Kdgré with principals who
have served in their current position for threenore years and are located in a
district participating in the study 201

Number of schools comprised of 4K-grade 5 or 5Kdgré with principals who
have served in their current position for threenore years, are located in a
district participating in the study, and have bapproved by their by their districts

for participation 176

Number of surveys returned 99

Number of usable surveys 97
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APPENDIX M

Characteristics of Interviewed Principals

Principal 1 2 3 4 5 6 7
Location Up- Up- Low- Up- Mid- Mid- Low-
country | country | country | country | lands lands country

Population Rural Small Rural Small Subur- | Urban Rural

Area town town ban

School 100-250 | 501-750| 251-50p 251-500 1000+ 501-750 Sm-7

Enroliment

Range

Gender Female Male Female Female Female Male Female

Report Card Below Excel- Good Average | Excel- | Excel- | Average

Absolute Average | lent lent lent

Rating

Yrs. 3 9 7 5 3 4 10

Experience

At School

Conflict Mgmt. | Avoid- Integrat- | Integrat-| Integrat- | Integrat- | Integrat- | Integrat-

Preference ing ing ing ‘N9 ‘N9 ing ing &
Compro-
mising
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