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Abstract 

This study aimed to determine the relationship between the 

conflict management styles of secondary school principals of Quezon 

City and their organizational climate. Two standardized tests were 

used to conduct the study, the Thomas-Kilmann Conflict Mode 

Instrument and the Organizational Climate Descriptive Questionnaire 

– Rutgers School (OCDQ-RS). To achieve the aim of the study, thirty 

one (31) school principals and 1,168 teachers participated in the study. 

Results show that there is no significant relationship exists 

between the Conflict Management styles of school principals and the 

following organizational climate: Supportive Principal Behavior, 

Directive Principal, Engaged Teacher Behavior, and Intimate Teacher 

Behavior. However, significant relationship exists between the conflict 

styles and frustrated teacher behavior. In addition, the prevalent 

conflict management styles of school principals are Collaborating and 

Compromising. Collaborating is characterized by being assertive and 

cooperative whereas compromising is moderate in both areas. 

(Thomas-Kilmann, 1998) Furthermore, in terms of organizational 

climate, Supportive Principal Behavior and Engaged Teacher 

Behavior exist as organizational climate in the schools in Quezon City. 

It is recommended that the Department of Education may 

organize a conflict resolution trainings and simulations to all school 

principals in order to prepare them for conflict management in their 

respective schools. In order to assess the overall organizational climate 

of the school, other stakeholders such as the students and 

administrators may also assess the climate existing in their school. 
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INTRODUCTION 

 

Every day, people deal with situations differently; but most of the 

time, people face them depending on what they believe in, their 

tradition, and the perspective over these situations. Since humans 

have differences in dealing with situations and how they interact with 

other people, sometimes, if not all the time, people face conflicts. 

Conflicts occur in any situation, anytime, anywhere. It has 

been a normal situation in a workplace. If one opposes the idea and 

opinion of another person, there is conflict. If one breaks or did not 

follow a rule one is under conflict. If one does not like another person’s 

personality, there is conflict. When there are opposing interests 

between two parties, there is conflict. When a person interferes with 

matters concerning another person, there is conflict. If somebody 

reacts to what was just said or what was done, conflict arises. 

Conflicts are inevitable especially in the academe although it is not 

necessarily a disadvantage in the workplace because it may redound 

to the positively to the relationship of the entire organization. 

Conflicts are struggles between two parties who have 

incompatible behavior, choices, and preferences. 

As the head of the school, it is the school principal’s 

responsibility to handle conflicts. It is their responsibility to establish 

a positive environment among the members of the faculty. While they 

cannot be associated to all troubles that may arise among faculty and 

administrative employees, how the school principals handle conflict 

may have an effect in mitigating or complicating clashes among school 

personnel. The ability to resolve and handle conflicts is an important 

skill that every school administrators should master. It is for the 

reason that school heads are the ones who faced and eventually 

resolves conflicts in the school such us confrontation among teachers, 

organizational needs, and among others. 

Moreover, school principals’ way of handling conflicts might 

affect the performance of the teachers. Some might react positively, 

but others might take it against the school administrator. 
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Conflicts may also lead to positive effects. If it is taken constructively, 

it might result to good working environment and positive rapport 

between the teachers depending on how the teachers take it. A 

teacher might work in a positive working environment free of 

conflicts. Positive outlook at school or in the teachers’ work 

environment is very important. It may help them to be efficient, 

effective, and productive. In addition, some might see it as an 

opportunity to work harder. Some might take it as a challenge, a 

challenge that would push them to become more effective and 

productive teacher. 

On the other hand, conflicts might yield negative effects. If it 

was not taken constructively, conflict can destroy the relationship 

between the school principal and teacher; and the teacher to another 

teacher. It might also result to disorderliness and disorganization of 

the school. 

School principals are committed to improve the school system 

that includes increase in retention and participation rates, increase in 

the graduation rates, low drop outs, and in general, make the school a 

place where students want to be rather than have to be. Moreover, it 

is the school principal’s job to make sure positive working 

environment is prevalent in the school system where teachers are 

determined to achieve the vision, mission, and goals of the school and 

students are highly motivated to study and achieve their objectives. 

However, school principals face a lot of challenges—diversity 

of the school and the community, administration and academic 

concerns, and lastly dealing with stakeholders such as parents, 

alumni, and the industry. In addition, there are unmotivated teachers 

who seem to be reasonably content and are receptive to new ideas and 

strategies. Teachers who describe the school as work environment in 

much more negative terms—teachers who are leaving early, teachers 

skipping meetings, and teachers who are not attending any extra-

curricular activities. These are just examples of the many dilemmas 

that a school principal should address to have a positive school 

climate. 

One of the factors that set the scene for effective leadership in 

schools is the school climate. Teachers’ performances in schools are in 

part, determined by the climate in which they work. Organizational 

climate is a general concept that refers to teachers’ perception of the 
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school’s work environment; it is affected by the formal organization, 

informal organization, and politics, all of which, including climate, 

affect the motivations and behavior of teachers. According to Hoy 

(1990), the set of internal characteristics that distinguishes one school 

from another and influences the behavior of its members is the 

organizational climate of the school. More specifically, climate is a 

relatively enduring quality of the school environment that is 

experienced by teachers, and influences their behavior, and is based 

on their collective perception. 

This study sought to know the conflict-management styles of 

school principals of the selected schools in the Division of City 

Schools-Quezon City. It also sought to know if there is a relationship 

between the conflict management styles of schools principals and 

organizational climate. 

 

Theoretical Background 

The research is anchored using the conflict management styles of 

Thomas and Kilmann (1998) and the Organizational climate by Hoy, 

Tarter, and Kottkamp. (1992) 

 

Conflict Management Styles by Thomas & Kilmann (1998) 

No two individuals have exactly the same expectations and desires; 

according to Thomas and Kilmann (2015), conflict is a natural part of 

their interactions with others. "Conflict" according to them are those 

situations where the two parties has incompatible behavior or 

concerns. In such situations, people can describe an individual's 

behavior along two dimensions: a) assertiveness is the extent into 

which one satisfy his or her own concern other than his/her; and b) 

cooperativeness is satisfying other people’s concern other than 

satisfying one’s own concern. (Thomas-Kilmann, 1998) 

  From the two dimensions elaborated, Thomas and Kilmann 

(1992) identified five methods of conflict styles are then defined: 1) 

Competing (assertive and uncooperative); 2) Accommodating 

(unassertive and cooperative); 3) Avoiding (unassertive and 

uncooperative); 4) Collaborating (assertive and cooperative); and 5) 

compromising (moderate on being assertive and cooperative). 
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Organizational Climate by Hoy, Tarter, and Kottkamp (1992) 

Organizational climate refers to the teachers’ perception about the 

work environment of their schools. (Hoy, 1972). This may be affected 

by relationship of the teachers towards work, colleagues, and their 

relationship to their principal. In 1991, Hoy, Tarter, and Kottkamp 

developed the Organizational Climate Descriptive Questionnaire to fit 

the secondary schools since the original OCDQ was originally 

designed to use only by elementary schools. In the revised OCDQ-RS 

all the climate instruments describe the behavior of Principals as they 

interact with their teachers and the behavior of teachers as they 

interact with their colleagues. 

 

Principal-Teacher Interactions 

There are two key aspects in determining the organizational climate 

in terms of Principal- Teacher interactions, supportive and directive 

principal behavior. Supportive Principal Behavior refers to the efforts 

of the school principal to motivate the teachers at work by helping and 

supporting them in the attainment of their tasks and showing concern 

in both the professional and personal welfare of the teachers. On the 

other hand, Directive Principal Behavior is characterized by 

constantly controlling the overall activities of the teachers. 

 

Teachers’ Behavior in School 

In terms of teachers’ behavior in school, Hoy, Tarter and Kottkamp 

identified three aspects of organizational climate. Engaged teacher 

behavior is characterized by high faculty morale, where teachers are 

proud of what they are accomplishing in school. Frustrated teacher 

behavior is characterized by having disruptive behavior of colleagues 

and administration, too many workloads and excessive duties.  And 

lastly, Intimate teacher behavior is reflective of having a strong 

relationship among faculty members. 

 

RESEARCH PROBLEMS 

 

Three research problems were answered in this study. First, what are 

the conflict management styles of secondary school principals? Second 

is the organizational climate of the schools as perceived by the 
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teachers. And lastly the relationship between the conflict 

management styles of principals and the organizational climate. 

 

METHODOLOGY 

 

The main purpose of this study is to prove if there is a significant 

relationship between the conflict management styles of principals and 

the organizational climate of the schools, descriptive research design 

is used. 

The study used two standardized test to measure the conflict 

management styles of principals and the assessment of the teachers 

about the organizational climate of their respective schools. The first 

instrument is the Conflict management mode instrument created by 

Thomas-Kilmann (1998) and the organizational climate descriptive 

questionnaire which was developed and improved by Hoy, Tarter, and 

Kottkamp (1992). 

There are 31 secondary school principals who identified their 

conflict management styles and there are a total of 1,168 public school 

teachers who identified the organizational climate existing in their 

schools. 

 

RESULTS AND DISCUSSION 

 

Conflict Management Styles of Secondary Public School 

Principals 

There are 31 principal-respondents of the Division of City Schools in 

Quezon City. The result recognizes that 8 or 25.8% of the respondents’ 

conflict management style is Collaborating. This means that the 

principals are both assertive and cooperative in dealing with conflicts. 

Moreover, there are also 8 or 25.8% of the respondents whose style is 

compromising. This means that 8 principals deal with conflicts to be 

moderate in both assertiveness and cooperativeness. Same results 

were recognized when Edward Cox (1994) examined the conflict 

management styles of the school in South Carolina. According to his 

study, Principals strongly preferred the Integrating Conflict 

(Collaborating) management style. The eight principals, when 

managing conflicts, preferred to deal with the two parties and satisfy 

their concerns. The findings are similar with that of the study by 
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Boucher (2013) about the conflict management styles and its 

relationship to school climate. In her study there is an overwhelming 

preference among the sample group of principals for the Integrating 

(collaborating) conflict management styles. She added that there are 

themes that emerged from the interviews: the importance of listening, 

the importance of establishing trust, the importance of dealing with 

conflict quickly and directly, and for principals, the value of 

developing self-knowledge. The data shows that the majority of the 

school principals tend to be collaborating or compromising in resolving 

conflicts in the school. 

In addition, five (5) or 16.1% is avoiding that is unassertive 

and uncooperative; 4 or 12.9 is Accommodating that is unassertive 

and cooperative; and 1 or 3.2% is competing that is assertive and 

uncooperative. 

Moreover, there are five (5) principals who have two or three 

conflict management styles as scored in their Conflict Management 

Mode Instrument questionnaire. There are 2 or 6.5% whose styles are 

Collaborating and Avoiding; 1 or 3.2% uses Competing and 

Collaborating; 1 or 3.2% utilizes Compromising and Avoiding; and 

lastly, 1 or 3.2% has three conflict management styles: Collaborating, 

Compromising, and Accommodating. This means that not all 

situations principals use only one conflict mode when facing conflicts 

in the school. They may use several types of mode depending on the 

extent and depth of the situation they are facing. Moreover, every 

person is capable of using all five conflict-handling modes. As 

discussed by Thomas-Kilmann (2015), a person cannot be 

characterized by only using one conflict style. Certain people may use 

some modes better than the others and, therefore, tend to rely on 

those modes more heavily than others—whether because of 

temperament or practice.‖ In the study of Balay (2006) about 

understanding the conflict management strategies of administrators 

and teachers, three conflict management strategies (competing, 

avoiding, and compromising) have been examined in terms of task and 

school type. Results have indicated that administrators are more 

likely to use avoiding and compromising strategies than teachers. 

Moreover, administrators and teachers in the private schools use 

compromising, avoiding, and competing as conflict styles as compared 

to their counterparts in the public schools. 
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Descriptive Analysis of the Organizational Climate of Schools 

Descriptive statistics is used to summarize the quantitative data of 

the existing organizational climate of schools. There are a total of 

1,168 public secondary school principals who identified the existing 

organizational climate in Quezon City, Philippines. 

 

Table 1. Organizational Climate: Principal and Teacher Interactions 

Principal and Teacher 

Interactions 

Weighted Mean Verbal Interpretation 

1. Supportive Principal Behavior 2.83 Often Occurs 

2. Directive Principal Behavior 2.44 Sometimes Occurs 

 

The table below shows the organizational climate of the 31 

participating schools in terms of Principal-Teachers relationship. 

Supportive Principal behavior got the highest mean of 2.83 or with 

verbal interpretation of Often Occurs. On the other hand, Directive 

Principal Behavior has a weighted mean of 2.44 or with verbal 

interpretation of sometimes occurs. It is evident that from the two 

climate, supportive principal behavior is the organizational climate 

exist in terms of principal and teacher relationship. The result clearly 

recognizes the ability of the school principals in Quezon City to be 

supportive to their teachers. All of the indicators in the area of 

supportive behavior falls under Often Occurs. As discussed by Meador 

(2019), having a supportive principal can make all the difference for a 

teacher. Teachers want to know that their principal has their best 

interests in mind. One of the main duties of a principal is to provide 

ongoing, collaborative teacher support. The relationship between a 

teacher and a principal has to be built on a foundation of trust. This 

type of relationship takes a lot of time to build. Principals must slowly 

cultivate these relationships while taking the time to get to know each 

teacher's strength and weaknesses. Moreover, all principals should 

continuously offer their teachers advice, direction, or assistance. This 

is especially true for beginning teachers, but it is true for teachers 

throughout all levels of experience. The principal is the instructional 

leader, and providing advice, direction, or assistance is the primary 

job of a leader. 

According to the article ―Primer on Communication Studies‖, 

supportive principal behavior is good at reducing the stress and 

frustration of the group which helps create a positive climate and can 
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help increase group members’ positive feelings about the task and 

other group members. With a supportive principal as a model, such 

behaviors would likely be performed as part of established group 

norms, which can do much to enhance social cohesion. Supportive 

principals do not provide unconditionally-positive praise. They also 

competently provide constructive criticism in order to challenge and 

enhance group members’ contributions. Supportive principal is a 

leadership style where a manager does not simply delegate tasks and 

receive results but instead supports an employee until the task’s 

completion. 

According to the research of Wachira, Tanui, and Kalai (2016), 

teacher job satisfaction is influenced by head teacher in directing 

teachers’ through guiding and controlling them on how to carry out 

school tasks. These tasks need to be set clear with rules, guidelines, 

timelines, and standards of performance. The expertise needed to 

achieve goals must come from a broader base of teachers with diverse 

skills and knowledge; thus, inexperienced individuals need guidance. 

Directive leadership style requires leader to communicate to 

subordinates about the responsibilities formally in order to avoid 

ambiguity. The study concludes that head teachers should utilize 

directive style to ensure that goals and tasks allocated are realized 

and meet timelines however, structures should be put in place to 

enhance teacher autonomy. 

  Table 2 shows the descriptive statistics of organizational 

climate in terms of Teachers’ behavior in school. The result of the 

findings show that the existing organizational climate in terms of the 

behavior of teachers in school is engaged teacher behavior which has a 

weighted mean of 2.89 and a verbal interpretation of often occurs. 

Frustrated teacher behavior has a weighted mean of 2.28 or 

sometimes occurs and Intimate teacher behavior has a weighted mean 

of 2.46 or sometimes occurs. 

 

Table 2. Organizational Climate: Teachers’ behavior in school 

Teachers’ behavior in school Weighted Mean Verbal Interpretation 

1. Engaged Teacher Behavior 2.89 Often Occurs 

2. Frustrated Teacher Behavior 2.28 Sometimes Occurs 

3. Intimate Teacher Behavior 2.46 Sometimes Occurs 
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The results only mean that when it comes to more complex and 

crucial responsibilities, students should be guided and monitored by 

the teachers. Teachers are not only concerned about each other, they 

are committed to the success of their students. They are friendly with 

students, trust students, and are optimistic about the ability of 

students to succeed Hoy (1972). Moreover, the results clearly show 

that teachers do have concern to the students not just in academics 

but in other extra-curricular activities as well. The role of the teachers 

in forming the students is apparent in the result of the study. As 

College (2018) have discussed, successful teachers are those have the 

ability to maximize the learning potential of all students in their 

class. Developing positive relationships between a teacher and 

student is a fundamental aspect of quality teaching and student 

learning. Positive teacher-student relationships promote a sense of 

school belonging and encourage students to participate cooperatively. 

Students develop confidence to experiment and succeed in an 

environment where they are restricted by the fear of failure. Teachers 

are able to assist students with motivation and goal setting, and 

students can turn to them for advice and guidance. 

Hoy (1972) has elaborated this frustrated behavior as teacher 

behavior that refers to a general pattern of interference from both 

administration and colleagues that distracts from the basic task of 

teaching. Routine duties, administrative paperwork, and assigned 

nonteaching duties are excessive; moreover, teachers irritate, annoy, 

and interrupt each Teacher such as lack of teaching guides and 

learning materials, working under deadline pressures, students’ lack 

of interest and poor study habits, having to deal with students’ 

misbehavior or misconduct and financial burden. 

  Intimate teacher behavior reflects a strong and cohesive 

network of social relationships among the faculty. Teachers know 

each other well, are close personal friends, and regularly socialize 

together (Hoy, 1972). The first two top indicators only show that in 

terms of teacher to teacher relationship, there is a positive feedback 

among the teachers in Quezon City. There is a cohesive relationship 

among them and they socialize regularly to build stronger 

relationship. According to Meador (2018) in his article ―The 

Importance of Effective Communication between Teachers‖, effective 

teacher to teacher communication is vitally essential in the success of 
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a teacher. Regular collaboration and team planning sessions are 

extremely valuable. Engaging in these practices has a positive impact 

on teacher effectiveness. Having peers that one can collaborate with 

and lean on during tough times is essential. 

Collegial relationships between teachers are very important 

within the school environment. They are essential to ensuring the 

school operates smoothly and within a positive atmosphere. Positive 

relationships between teachers benefit both students and teachers 

within the school. Professional development is reliant on positive 

relationships between teaching staff, with it being an essential 

component of effective professional development. (Smith, 2015) 

 

Relationship between the Conflict Management Styles of 

Principals and Organizational Climate 

 

Table 3. Principal’s Styles of Interacting with Teachers 

Variable Tested Computed 

Chi-Square 

P- 

Value 

Decision Remarks 

1. Conflict Management Styles 

and Supportive Principal 

Behavior 

16.222 0.880 Accept Ho Not Significant 

2. Conflict Management Styles 

and Directive Principal Behavior 

12.763 0.690 Accept Ho Not Significant 

 

The table above shows the significant relationship between the 

conflict management styles of school principals and the organizational 

climate in terms of Principal’s Styles of Interacting with Teachers. It 

is presented that there is no significant relationship between the 

conflict management style of principals and Supportive Principal 

Behavior and Directive Principal Behavior. 

  

Conflict Management Styles and Supportive Principal Behavior 

The computed chi-square is 16.222 and the p-value is 0.880. Since the 

computed p-value is greater than the 0.05 assumed level of 

significance, the null hypothesis was accepted. Thus, there is no 

significant relationship between the conflict management styles of 

school principals and organizational climate in terms of supportive 

principal behavior. The result of the study is in consonance with the 

result of the study of Phyu and Vinitwatanakhun (2018). The result of 
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their study shows that most teachers perceived their principals' 

leadership behavior as supportive as high. Hence principals' 

leadership behaviors were surveyed as supportive. Principals-teachers 

and teachers-teachers relationships could be interpreted as open and 

teachers perceived their school climates as open climates. There is no 

difference between school climates perceived by teachers. 

According to Schilling (1988) supportive behavior by the 

principal appears to result in more open teacher behaviors. An 

increase in the openness of principal behavior would seem to suggest 

a lower teacher disengagement rate. The findings also imply that the 

more supportive the principal is, the lower the teachers’ 

disengagement will be. If a principal is restrictive in his or her 

behavior, there seems to be some evidence to indicate that the 

teachers will show increased disengagement. 

  

Conflict Management Styles and Directive Principal Behavior 

The computed chi-square is 12.763 and the p-value is 0.690. Since the 

computed p-value is greater than the 0.05 assumed level of 

significance, the null hypothesis was accepted. Therefore, there is no 

significant relationship between the conflict management styles of 

school principals and organizational climate in terms of directive 

principal behavior. This claim is also supported by Knox (2011). From 

the schools he has studied, both have shown indicators of directive 

principal behavior as poor school climate. According to him teachers 

reported negatively on the interview. 

 

Table 4. Teachers’ Behavior in School 

Variable Tested Computed 

Chi-Square 

P- 

Value 

Decision Remarks 

1. Conflict Management Styles 

and Engaged Teacher Behavior 

34.329 0.357 Accept Ho Not Significant 

2. Conflict Management Styles 

and Frustrated Teacher 

Behavior 

29.686 0.02 Reject Ho Significant 

3. Conflict Management Styles 

and Intimate Teacher Behavior 

45.364 0.059 Accept Ho Not Significant 

 

Conflict Management Styles and Engaged Teacher Behavior 

The computed chi-square is 34.329 and the p-value is 0.357. Since the 

computed p-value is greater than the 0.05 assumed level of 
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significance, the null hypothesis was accepted. Thus, there is no 

significant relationship between conflict management styles of school 

principals and organizational climate in terms of engaged behavior. 

Lazrido (2011), in his study, has described teacher 

engagement as enigmatic. He suggested that investigation of Greek 

teachers’ professionalism may be fruitful, to determine whether 

certain dimensions of their professionalization may need 

strengthening and thus to identify ways of improving how teachers 

are trained and certified. 

 

Conflict Management Styles and Frustrated Teacher Behavior 

The computed chi-square is 29.686 and the p-value is 0.020. Since the 

computed p-value is less than the 0.05 assumed level of significance, 

the null hypothesis was rejected which means that the assessment of 

the management styles and frustrated behavior are statistically 

significant. Similarly, Yoon (2002) has found out that the level of 

stress teachers feel affects their attitude toward teaching as well as 

impacts the quality of the relationship they have with their students. 

As difficult as it may be, the teachers ultimately in control of, and 

therefore responsible for, the educational climate provided to their 

students. Providing a positive educational climate may be a 

challenging area that requires more support to the teachers. 

Moreover, the finding that the school teachers were seen as 

not being much frustrated by or diverted from teaching by the 

behaviors of administrators and/or colleagues is also somewhat 

unexpected. One possible explanation, as other research suggests, is 

that teachers may have become inured to the constraints of a highly 

centralized, bureaucratic education system (Ladridou, 2011). 

 

Conflict Management Styles and Intimate Teacher Behavior 

The computed chi-square is 45.364 and the p-value is 0.059. Since the 

computed p-value is greater than the 0.05 assumed level of 

significance, the null hypothesis was accepted. This means that there 

is no significant relationship between the conflict management styles 

of school principals and organizational climate in terms of intimate 

teacher behavior. Knox (2011) has described, in his study, the teacher 

intimate behavior. He has referred to them as the ones who 

―demonstrated a cohesive network when working together in the 
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faculty training and in the instances I observed of teacher 

collaboration. The teachers also had opportunities to visit with each 

other during their duty-free lunch, when some groups met in the 

cafeteria and others in classrooms or teacher lounges. No 

disagreements, arguments, altercations, or obvious problems were 

evident.‖ 

The results are supported with the research output of Ogretir 

(2008). Her research found out that there is a relationship between 

the culture variables and conflict styles. It was concluded that there is 

a sub-culture in the community that can be characterized as 

collaboration/integrating styles. In addition, based from an article by 

the American Institute of Stress (2019), 28% of the causes of stress in 

the workplace is people issues and 46% came from the workload. The 

existence of conflict in the workplace has some effects in the 

organization’s productivity and positive environment of the 

workplace. 

 

CONCLUSIONS AND RECOMMENDATIONS 

 

Principals in the Division of City Schools of Quezon City are 

supportive to their teachers and to the entire school community. They 

motivate their teachers through constructive criticism and by being a 

good example to them. They, as well, set an example in terms of 

working hard, assisting the teachers with their needs and explain 

their reason for criticism. On the other hand, teachers in the division 

help and support each other. Their morale is high and they respect 

the competence of their colleague. 

When resolving conflicts, the principals tend to satisfy the 

needs of the parties involved which is very evident from the result 

where principals’ prevalent conflict styles are Collaborating and 

Compromising. On the other hand, results have indicated that some 

administrators do not use only conflict style in resolving problems. 

Principals may use several types of mode depending on the extent and 

depth of the situation they are facing. Moreover, every person is 

capable of using all five conflict-handling modes. 

There is no significant relationship between the Conflict 

Management Styles of school principals and the following 

organizational climate: Supportive Principal Behavior and Engaged 
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Teacher Behavior, Directive Principal Behavior, and Intimate Teacher 

Behavior. However, relationship exists between the school principals’ 

Conflict Management Styles and Frustrated Teacher Behavior. This 

means that conflict management styles of principals affects the 

frustrated behaviors of teachers. 

  The Department of Education may organize a conflict 

management trainings or seminars` to all school principals in order to 

prepare them for conflict management in school administration. In 

addition, a conflict management program for the new principals can 

also be considered in order to simulate various approaches in solving 

conflicts in educational institutions. In order to assess the overall 

organizational climate, student evaluation of the organizational 

climate of the school can also be designed and conducted to make the 

assessment more inclusive. School principals may plan and develop 

programs that will help improve school system and build good rapport 

among all the teachers and staffs of the school. 

 

ACKNOWLEDGEMENT 

This study would not be possible without the help and support of several 

persons who contributed to this research undertaking and extended their 

valuable assistance in its preparation and completion. Specifically, the 

researcher would like to thank the following: 

Dr. Lincoln A. Bautista, the adviser, for the support, advice, encouragement 

and dedication in guiding the researcher to finish his research. 

To his wife, Charmaine B. Ferrer, for the support and encouragement. 

To his son, Benjamin Dan B. Ferrer, who served as inspiration to work hard 

and reach my dream. 

To the Almighty God and St. Claire of Assisi, for all the blessings and 

unconditional love; for giving the researcher the wisdom, courage and 

strength to prepare this thesis paper. 

 

 

 

 

 

 

 

 

 



Joe Amiel Benson M. Ferrer- Conflict Management Styles of Secondary School 

Principals and Its Relationship to Organizational Climate of the Selected 

Schools in Quezon City 

 

 

EUROPEAN ACADEMIC RESEARCH - Vol. VII, Issue 11 / February 2020 

5498 

REFERENCES 

 

1. Aaberge, G. (2000). The relationship between individual teachers’ 

conflict styles and perceptions of school climate. University of 

Montana: USA 

2. Albert, I.O. (1999). Community conflicts in Nigeria: management, 

resolution, and transformation. Ibadan: Spectrum Books. pp. 34-63 

3. Apipalakul, C. and Kummon, D. (2016). The effects of organizational 

climate to conflict management amongst organizational health 

personnel. KhonKhaen University: Thailand 

4. Balay, R. (2006). Conflict management strategies of administrators 

and teachers Asian journal of management cases: volume 3. SAGE 

Journals. Retrieved from 

https://journals.sagepub.com/doi/10.1177/097282010500300103 

5. Bercovitch, J., Kremenyuk, V. and Zartman, W. (2009). Introduction: 

the nature of conflict and conflict resolution. Retrieved from 

http://www.sagepub.com/upm- data/24632_Bercovitch  Intro.pdf 

6. Boucher, M. (2013). The relationship of principal conflict 

management style and school climate. University of South Carolina. 

Dissertation 

7. Brookins, M. (2019). The effects of conflict within an organization. 

Retrieved from http://smallbusiness.chron.com/effects-conflict-within 

organization-164.html 

8. Copley, R. (2008). Conflict management styles: a predictor of 

likability and perceived effectiveness among subordinates. Indian 

University: India 

9. Cox, E. (2013). Principal Conflict Management and its relationship to 

school climate. Retrieved from 

https://scholarcommons.sc.edu/cgi/viewcontent.cgi?article=1949&cont

ext=etd 

10. Creative Commons Attribution (2013). Conflict Management. 

Retrieved from http://www.saylor.org/site/wp-

content/uploads/2013/01/BUS2095.1.4ConflictManagement.pdf 

11. Del Rosario, R. J. (1999). Conflict resolution modes of bangko sentral 

ng pilipinas management. University of Nueva Caceres 

12. Department of Education (2018). Statement of deped’s review of 

teachers’ workload. Retrieved from 

http://www.deped.gov.ph/2018/09/04/statement-on-depeds-review- of-

teachers-workload/ 

13. Eboka, OC (2017). Influence of school climate on teachers morale in 

public secondary schools in delta state. IOSR Journal of Research & 

Method in Education. Retrieved from 



Joe Amiel Benson M. Ferrer- Conflict Management Styles of Secondary School 

Principals and Its Relationship to Organizational Climate of the Selected 

Schools in Quezon City 

 

 

EUROPEAN ACADEMIC RESEARCH - Vol. VII, Issue 11 / February 2020 

5499 

http://www.iosrjournals.org/iosr-jrme/papers/Vol-7%20Issue-

1/Version- 3/E0701031924.pdf 

14. Foundation Coalition (2013). Understanding conflict and conflict 

management. Retrieved from 

http://www.foundationcoalition.org/publications/brochures/conflict.pd

f 

15. Flippo, E. (1984). Principles of management, 6th edition. New York: 

McGraw Hill, Inc. Page 443 

16. Glaser, J. (2005). Leading through collaboration: guiding groups to 

productive solutions. Corwin Press. California Page 15-16 

17. Goldhaber, G. (1990). Organizational communication. W.M.C. Brown 

Publishers. USA: page 160 

18. Halpin, A. W., & Croft, D. B. (1963). The organizational climate of 

schools. Chicago, IL: Midwest Administration Center of the 

University of Chicago. 

19. Hill, Valari (2013). Principal leadership behaviors which teachers at 

different career stages perceive as affecting job satisfcation. Western 

Michigan University: Michigan 

20. Halpin, A. W., & Croft, D. B. (1963). The organizational climate of 

schools. Chicago, IL: Midwest Administration Center of the 

University of Chicago. 

21. Himoc-Castillo, E. (1989). Frequency of and factors associated with 

conflicts among teachers and administrators in elementary schools 

and techniques used in resolving them. Unpublished Dissertation. 

University of the Philippines: Diliman, Quezon City 

22. Hoy, A. & Hoy, W. (2003). Instructional leadership: a learning-

centered guide. Allyn & Bacon: Boston, USA 

23. Hoy, W. (1972). The Organizational Climate Descriptive 

Questionnaire – Rutgers School. Retrieved from 

https://www.waynekhoy.com/ocdq-rs/ 

24. Hoy, W. & Miskel, C. (2013). Educational administration: theory, 

research, and practice. McGraw-Hill Education 

25. Hoy, W. K., Tarter, C. J., & Kottkamp, R. B. (1991). Open 

schools/healthy schools: Measuring organizational climate. Beverly 

Hills, CA: Sage. 

26. Jyoti, J (2013). Impact of organizational climate on job satisfaction, 

job commitment, and intention to live: an empirical model. 

University of Jammu: Key P. (1997). Research design in occupational 

education. Retrieved from 

https://www.okstate.edu/ag/agedcm4h/academic/aged5980a/5980/new

page110.htm 



Joe Amiel Benson M. Ferrer- Conflict Management Styles of Secondary School 

Principals and Its Relationship to Organizational Climate of the Selected 

Schools in Quezon City 

 

 

EUROPEAN ACADEMIC RESEARCH - Vol. VII, Issue 11 / February 2020 

5500 

27. Kilmann R. and Thomas, K. (1978). Perspectives on conflict 

management: an attribunal framework for organizing descriptive and 

normative theory. Academy of Management Review. Seattle 

28. Kohlrieser (2010). Six essential skills in conflict management. 

Retrieved from 

https://www.infomanagementcenter.com/publications/e-

newsletter/august- 2010/sixessential-skills-for-managing-conflict-

effectively/ 

29. Kottkamp, R, Mulhern, J. & Hoy, W. (1987). Secondary school 

climate: a revision of ocdq. Educational Administration Quarterly. 

Retrieved from 

https://journals.sagepub.com/doi/10.1177/0013161X87023003003 

30. Knox, J (2011). Teachers’ perception of job satisfaction and school 

climate in a era of accountability: a mixed methods study of two high 

schools on Tennessee’s high priority list. Retrieved from 

https://trace.tennessee.edu/cgi/viewcontent.cgi?referer=https://www.g

oogle.com.ph/&httpsredir=1&article=2345&context=utk_graddiss 

31. Kurstzberg, T. and Mueller, J. (2005) The influence of daily conflict 

on perceptions of creativity: a longitudinal study. The international 

Journal of Conflict Management. Retrieved from 

https://nuweb.northumbria,ac,uk/library/norapowersearch/index.html 

32. Lazridou A & Tsolakidis, I (2011). An exploration of organizational 

climate in greek high schools. Academic Leadership: The Online 

Journal. Retrieved from https://scholars.fhsu.edu/alj/vol9/iss1/8/ 

33. Leslie, L. (2004). The effect of organizational climate on the 

attribution to discrimination process. Retrieved from 

https://drum.lib.umd.edu/handle/1903/1544 

34. Leveriza, J. (2010). Supervisory Leadership. Mandaluyong City. 

National Bookstore. Pp-44 Meador, D. (2018) The importance of 

effective communication between teachers. Retrieved from 

https://www.thoughtco.com/the-importance-of-effective-teacher-to-

teacher- communication-3194691 

35. Mendel, CM. Watson, RL & Mac Gregor, CJ (2002). A study of 

leadership behaviors of elementary principals compared   with  school  

climate. Southern Regional Council for Educational Administration. 

Kansas City. Retrieved from https://eric.ed.gov/?id=ED471556 

36. Miles, M. (1969). Planned changed and organizational health: figure 

and ground. New York: McGraw Hill 

37. Molina, C. J. (2018). DepEd reduces teachers’ paperwork. Philippine 

Daily Inquirer. Retrieved from 

https://newsinfo.inquirer.net/1028889/deped-reduces- 

teacherspaperwork?utm_expid=.XqNwTug2W6nwDVUSgFJXed.1 



Joe Amiel Benson M. Ferrer- Conflict Management Styles of Secondary School 

Principals and Its Relationship to Organizational Climate of the Selected 

Schools in Quezon City 

 

 

EUROPEAN ACADEMIC RESEARCH - Vol. VII, Issue 11 / February 2020 

5501 

38. Msila, Vu. (2012). Conflict management and school leadership. 

University of South Africa – College of Education: South Africa. 

Retrieved from 

https://www.researchgate.net/publication/233868808_Conflict_Manag

ement_and_School_Leadership 

39. Ogretir, Ayse Dilek (2008). The Relationship Between Culture and 

the Conflict Resolution Styles: A Survey Method and a Statistical 

Analysis. Middle East Journal of Scientific Research 3: Turkey. ISSN 

1990-9233 

40. Pagayanan, R.(2016). Stress profile of public elementary school 

teachers in tacloban city division: inputs for a proposed classroom 

intervention program. International Conference on Research in 

Social Sciences, Humanities, and Education. Cebu City. Retrieved 

from http://uruae.org/siteadmin/upload/UH0516121.pdf 

41. Phyu, S. & Vinitwatanakhun, W. (2018). A comparative study of 

principals' leadership behaviors and school climates of two 

international elementary schools in yangon, Myanmar.7. 1-22 

Retrived from 

https://www.researchgate.net/publication/327153034_A_COMPARAT

IVE_STUDY_ 

OF_PRINCIPALS'_LEADERSHIP_BEHAVIORS_AND_SCHOOL_C

LIMATES_O 

F_TWO_INTERNATIONAL_ELEMENTARY_SCHOOLS_IN_YANG

ON_MYAN MAR 

42. Quisod-Rillon (2010). Relationship between some selected variables 

and conflict management styles of the administrators of the 

polytechnic university of the Philippines. sta mesa, manila. 

Unpublished Thesis 

43. Reynolds, C. (2006). ―Perceptions of Organizational Climate and Job 

Satisfaction Among Full- time & Part time Community College 

Faculty. University of Florida: Florida 

44. Schneider, B., Ehrhart G. & Macey, W. (2013). Organizational 

climate and culture. San Diego State Univerisity: San Diego, 

California. Retrieved from 

https://www.researchgate.net/publication/230628709_Organizational

_Climate_and_Culture 

45. Senge, P.M. (1990). The fifth discipline: the art and practice of the 

learning organization. New York. Doubleday 

46. Shahmohammadi, N. (2014). Conflict management among secondary 

school students. Elsevier Ltd. Retrieved from 

file:///C:/Users/PUP%20Sta.%20Mesa/Downloads/Conflict_Manageme

nt_among_Se condary_School_Student.pdf 



Joe Amiel Benson M. Ferrer- Conflict Management Styles of Secondary School 

Principals and Its Relationship to Organizational Climate of the Selected 

Schools in Quezon City 

 

 

EUROPEAN ACADEMIC RESEARCH - Vol. VII, Issue 11 / February 2020 

5502 

47. Schilling, K.J. (1988). The relationship among the conflict 

management styles utilized by the elementary school administrators, 

the organizational climate on an elementary school, and the pupil 

control orientation of the elementary teachers. Loyola University 

Chicago: Chicago 

48. Scots College, The (2018). How to develop a positive teacher-student 

relationships. Retrieved from 

https://www.tsc.nsw.edu.au/tscnews/how-to-develop-positive-teacher-

student- relationships 

49. Smith, E. (2015). Professional development and the impact of teacher 

relationships. Journal of Initial Inquiry, Volume 1.Univerisity of 

Canterbury, New Zealand. 

50. Sullivan, J. (2019). Types of conflict in organizations. Retrieved from 

http://smallbusiness.chron.com/four-types-conflict-organizations-

174.html. 

51. Thiec, M. (1995). A descriptive study of organizational culture and 

climate in selected elementary and secondary parochial schools. UNF 

Digital Commons. Retrieved from 

https://digitalcommons.unf.edu/cgi/viewcontent.cgi?article=1122&con

text=etd 

52. Thomas, K. (2017) Making conflict management a strategic 

advantage. Retrieved from 

https://www.cpp.com/pdfs/conflict_whitepaper.pdf 

53. Thomas, K. and Kilmann, R. (2015). An overview of the thomas-

kilmann conflict mode instrument. Retrieved from 

http://www.kilmanndiagnostics.com/overview-thomas- kilmann-

conflict-mode-instrument-tki 

54. Kilmann R. and Thomas, K. (1978). Four Perspectives on conflict 

management: an attribunal framework for organizing descriptive and 

normative theory. Academy of Management Review. Seattle. 

Retrieved from 

https://www.researchgate.net/publication/271776120_Four_Perspecti

ves_on_Conflict_Management_An_Attributional_Framework_for_Org

anizing_Descriptive_and_Nor mative_Theory 

55. Tomas, A. (1985). Management by Filipino values: a sequel to 

understanding filipino values. Quezon City: New Day Publisher. 

Page 177 

56. Saeed, T. & Almas, S. & Anis-Ul-Haq, M. & Niazi, G. (2014). 

Leadership styles: relationship with conflict management styles. 

international journal of conflict management. International Journal 

of Conflict Management. Retrieved from 



Joe Amiel Benson M. Ferrer- Conflict Management Styles of Secondary School 

Principals and Its Relationship to Organizational Climate of the Selected 

Schools in Quezon City 

 

 

EUROPEAN ACADEMIC RESEARCH - Vol. VII, Issue 11 / February 2020 

5503 

https://www.researchgate.net/publication/265969497_Leadership_sty

les_Relationship_with_conflict_management_styles 

57. .Thomas, K. & Kilmann, R. (2008). Thomas-kilmann conflict mode 

instrument. Retrieved from www.kilmandiagnostics.com/sites.2018 

58. Von Treuer, K. and McMurray A. (2012). The role of organizational 

climate factors in facilitating workplace innovation. International 

Journal of Entrepreneur and Innovation Management Volume

 5. Australia. Retrieved 

fromhttps://www.researchgate.net/publication/264816488_The_role_o

f_organisational_climate_factors_in_facilitating_workplace_innovatio

n 

59. Wachira, T., Tanui, E.K. and Kalai J.M. (2016). Relationship between 

directive leadership style and teachers’ job satisfaction in public 

primary schools kenya: a case of nakuru county. International 

Journal of Science and Research. Kenya. Retrieved from 

https://pdfs.semanticscholar.org/e9e9/cd1a51fe9fe61f0ab46e650d3133

6c100718.pdf 

60. Waktola, B. (2014). Organizational climate & employees 

organizational commitment. Ambo University. Ethiopia. 

Retrieved from 

https://papers.ssrn.com/sol3/papers.cfm?abstract_id=2520470 

61. Williams, M. (2011). Workplace conflict management. Retrieved from 

http://www.acas.org.uk/media/pdf/8/s/0811_Workplace_conflict_mana

gement- business_poll.pdf 

62. Wright E. L. (1988). Teacher perception of organizational climate and 

the ratings of Wyoming elementary school principals on selected 

leadership behavior. Retrieved from 

https://scholarworks.montana.edu/xmlui/bitstream/handle/1/7040/317

62101319703.p df;sequence=1 

63. Yoon, J. (2002). Teacher characteristics as predictors of teacher-

student relationships: Stress, negative effect, and self-efficacy. Social 

behavior and Personality Journal. Retrieved from https://www.sbp-

journal.com/index.php/sbp/article/view/1187 


