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STRATEGIES OF THE EFFECTIVE CONFLICT MANAGEMENT IN THE
EDUCATIONAL ENVIRONMENT

The problem of communication among the participants of the educational environment occupies one of
the leading places in modern pedagogical science. A natural possibility in an educational organization is the
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existence of conflict. This article presents the essential role of effective communication in the proper
management of conflict within the school environment. It has been proved that dealing with conflicts in
educational organizations executives tend to apply different styles of administrative behavior. These mainly
include the integration of objectives, concession, enforcement, avoidance and compromise. The choice of conflict
management-settlement style depends on organizational communication, the interdependence of individual
objectives and the ability of individuals and groups to work together. The article analyses the specific type of
communication the educational managers must rely on in order to achieve the collection of information, rational
decision making and even the control of the expected results. Organizational communication is an important tool
of effective management as executives manage to persuade, motivate and do what their subordinates want. It has
been grounded that the crucial factor in effective conflict management through organizational communication is
decision making. The article highlights the fact that the value of a conflict is assessed as favorable or not,
depending on the participants in the conflict, the means used and the subjective criteria of the participants. The
positive causes or constructive actions for the rational management of the conflict phenomenon must arise as a
result of the dialectical way of dealing with disagreements, crises and conflicts. Their effective resolution is a
positive potential for experience, as it provides an opportunity for stakeholders to get to know the problem, plan
and implement positive changes in challenge outdated ways of thinking and develop new ways of working
effectively together.

Keywords: educational environment, conflict management strategies, organizational communication,
decision-making process, conflict resolution framework.

BACUIIKI TTAITYTCI

acmipaHTKa

TepHONiNbCHKUI HALIOHAJBHUHN MEe1aroTiYHUN YHIBEPCUTET
imeHi Bomogumupa 'Hatroka

Byn. Makcuma KpuBonoca, 2, m. TepHOMiNB

CTPATEI'Tl EPEKTUBHOI'O YIIPABJIHHA KOH®JIIKTHUMU CUTYALISIMHA
B OCBITHBOMY CEPEJJOBHIII

Ilpobnema cninky8anHs Midc Y4ACHUKAMU OCBIMHbO20 Cepedosuiya 3auMae OOHe 3 NPOGIOHUX MiCYb 6
cyuacuiil nedazoeiunin nayyi. Ilpupoono, wo 6 ocgimuix opeawnizayisx nowupeni kougrikmui cumyayii. Memoio
cmammi € ananiz CymHocmi epekmusHoi KoMyHikayil y epecynro8anHi KOHQIIKmMHOI cumyayii 8 WKilbHOMY
cepeoosuwyi. Jloeedeno, wo 0asa GupiuieHHs KOHQIIKmMY 6 0C8ImHIX opeaHizayinx KepieHuku, K Npasuio,
3acmocogyioms  pisHi cmuni  aominicmpamusnoi nosedinku. Cioou 6x00amv 00 ’€OHanHs yinetl, NOCMYNKA
NpayieHUK08i, HACMOIO8AHHS HA GUKOHAHHI BKA3I6KU KEPIBHUKA, YHUKHEHHS peaKyil ma 00CACHEHHS. KOMRPOMICY.
Bubip cmunio ynpaeninns Kougaikmuolo cumyayiclo ma it 6pecyioganHs 3alexcumv 6i0 0peaHizayiiiHo2o
CRINKYBAHHS, 83AEMO3ANEHCHOCT THOUBIOYANLHUX Yilel, 30amHOCMIi oKpeMux rooell i epyn chisnpayiosamu
paszom. Ilpoananizosano Konkpemuuii mun CRiIKy8aHHs, HA AKUU NOGUHHI NOKAAOAMUCS OCBIMHI KepiGHUKU, 0D
docsiemu 300py iHopmayii, payioHanbHO20 NPULIHAMMS PiUeHb | HA8iMb KOHMPOIIO OYIKY8AHUX pe3yabmamis.
Opeanizayitine CRIIKYBAHHA € 6ANCTUBUM [HCIPYMEHMOM epeKmugHo20 YNPAGIiHHA, OCKIIbKU KepIiGHUKAM
80A€mMbC  NEPEKOHYSAMU, MOMUBYBAMU YU UMU Hazycmpiy 6badxcanuam nionezaux. OOIpYHMOSAHO, WO
sUpiwanbHUM HaKxmopom e@exmusHo2o YNpasniHHs KOHQGUIKMHUMU CUMYyayiamu € NpuliHAmms piuens y
npoyeci opeauizayitinoco cninkysauhs. Lleii Oemoxpamuuynuili nputiom 00800umv, w0 NpayieHuKU Oepymb
aKMUeHy y4acmv y nputiHammi piwens. Ycnix piwieHus, npuiiHamoz2o 3a 00nomo2oi yiei cmpamezii, 3HAYHOO
Mipolo 3anexcums 6i0 mo2o, YU SGUKOHABYUI OUPEKMOp 6pAXO8YE AKOMo2d Oinbuie MOYOK 30pY, CHOKIUHO
KoHmponwiouu 0y0b-AKi cynepeuku, i He HACMOIOE HA NPUNHAMMI piueHHs 3a30ane2iob, NOYUHAIOYU
002080pents 3i c6020 61acHO20 OauenHs @upiuwenns npobnemu. Biosuaueno, wo no3umueni Hacnioku
PAYIOHATLHO20 8UX00Y 3 KOHQIIKMHOI cumyayii 3aKnadeni y supiutenti po30incHocmell, Kpu3oeux cumyayii ma
kongnixmis. Ix epexmuene eupiwenns mac nosumuenuii nomenyian 01 Mabymnvoi pobomu 0ceimHbO20
3aK1a0y, OCKINbKYU Ye 0d€ MONCIUBICIb 3aYiKAGNEHUM CINOPOHAM BUABUMU NPODIeMy, chaanyeamu i 30iticHUmMuU
nO3UMuBHi 3MiHU y nioxo0i do i supiuienHs, wo, 8i0no8ioHo, sumazamume 60pomvOU 3i 3aCMaApiIUM CHOCObOM
MUCTEHHs | pO3POOKU HOBUX CROCOD0I8 edheKmuUBHOI cnignpayi 8 0C8iMHbLOMY KOJEKMUBL.

Knrouosi cnosa: ocgimue cepedosuuje, KoH@IiKmua cumyayisa, cmpamezii YnpasniHHa KOH@aikmamu,
opeanizayitine CNiIKY8aHH:, NPOYeC NPULIHAMMSA Piulelb, 8UPIueHHs KOHDIIKmY.
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BACHJIMKU ITAITYTCHU

aclupaHTKa

TepHONONbCKUI HALIMOHAJBHBIN Me1aroruueckKuii yHUBEpCUTET
umenu Biagumupa ['HaTioOKa

yn. Makcuma KpusoHoca, 2, TepHonons

CTPATEI'MHA ®PEKTHBHOI'O YIIPABJIEHUS KOH®JIUKTHBIMH
CUTYALUAMU B OBPA3OBATEJIBHOU CPEJE

IIpobrema obwenus MexHcoy yyacmuuxamu 00paz08amenbHo20 NPoYecca 3aHumaent 00HO U3 BeOVIUX Mec 6
cospeMenHoll  nedacozudeckoli Hayke. Pacnpocmpanennviv signenuem 6 o6pazosamenvoll opeanuzayuu  Ovieaem
Hamuuue KOHGIuKmHblx cumyayuil. Llenvlo cmamvu sensiemcst ananu3 CyWHOCMU 3@ @exmueHoi KoMMYHUKayuu 8
ype2ynuposanuy KOH@GAUKMHOU cumyayuu 8 wiKoabHou cpede. Jlokazano, 4mo O paspewieHus KOH@GIUKma &
00PA306aAMETLHBIX OP2AHU3AYUSIX PYKOBOOUMEN, KAK MPAGUIO, NPUMEHSIOM pashble CHUlU AOMUHUCIPAMUEHO20
noeedenus. Croda 6xo0sim o0OveouHeHue 60Kpye yenell, YCMYNKA NPOMUEONON0JNCHOU CIMOPOHE, HACMAUBAHUe HA
BbINONHEHUY  YKA3AHUSL PYKOBOOUMENS, OMCYMCMEUe Peakyuil PYKOGOOUMEsi HA KOHMIUKM Uil OOCIUNCEHUE
KOMAPOMUCCA  MedNHCOY YUACHHUKaMU  KOHpmukma. Bulbop cmuis ynpaeienus KOHQIUKmMHOU cumyayueil u ee
VPEeSYIUPOSAHUSL  3A6UCUM  OM  OPSAHU3AYUOHHO20 OOWEHUs],  63AUMO3ABUCUMOCTIU  UHOUBUOYATIbHLIX yelel U
CNOCOOHOCHU OMOENILHBIX JIH00ell U 2pynn compyoHudams émecme. IIpoananusuposan mun obujeHusi, Ha KOMopblil
OO0JIICHBL  NONIA2aMbCsl 00paz30éamenvbHble  PyKOBOOUment, umobdwvl docmudb coopa uHQoOpMayul, pPayuoOHAILHOSO
NPUHSINUSL PEUEHUTl a TNAKIICE KOHMPOTb 0X#CUOAeMbIX pe3yitbmamos. Opeanuzayuontoe ooueHue a6isemcs 6aiCHbIiM
UHCIMPYMEHMOM IPPHEKMUHO20 YNPAasieHUst, NOCKOILKY PYKOBOOUMENSIM YOAemcs Y0excoantb, MOmMuUsUposanms, Uomu
Hascmpeyy  Jicellanuto  noduuHennvlx. OBOCHOBAHO, HMO pemaowum GaKkmopom 3hekmusHozo  ynpagieHust
KOHGIUKMHbIMU  CUMYaYUsSIMU  SGISEMCsl NPUHAIUE PeuleHull 8 npoyecce OpeaHu3ayuonno2o obwenus. Dmom
O0eMOKpamu4ecKutl npuem OOKA3vleaem, 4mo pabOMHUKU NPUHUMAIOM GKIMUGHOE YHacmue 6 MPUHAMUU DeuteHull.
Venex pewenus, npunsimozo c. nomowwio smoi cmpamezuu, 8 3HAYUMENLHOU CMENEHU 3a8UCUIT O MO20, YYUMblEaem
JU UCROTHUMEITbHBII OUPEKMOP KAK MOJICHO OOTbUle MOYEK 3DEHUst €20 NOOYUHEHHBIX, CHOKOUHO KOHMPOIUPYSL
JI00ble CNOpbL U He HACMAU8Aem HA NPUHSIMUU PEUeHUsl 3apaHee, HauUHAsl 0OCYICOEHUe CO C80e20 CODCMBEHHO20
sudenust peutenust npoonemvl. Ommeuaemcs, Ymo NOJOACUMENbHbIE NOCICOCMBUL PAYUOHWILHO20 6bIX00d U3
KOHQIUKMHOU  CUmyayuy  3aN0JICEHbl 6 PEUeHUU PA3HONACUL, KPUSUCHBIX cumyayuil u Kouguxmos. Hx
appexmusHoe pewienue umMeem NONOACUMENbHBIL NomeHyuan oni  Oyoyweit pabomsl 00PA308AMENLHOSO
VUPENCOEHUsI, NOCKOIbKY 9MO  0aem  G03MOJNCHOCHb  3aUHMEPECOBAHHLIM ~ CMOPOHAM — GblsiGUMb  NPOOIEMY),
CRNAHUPOBAMb U OCYWeCmEUNb NO3UMUSHbIE UIMEHEHUST 68 N00X00e K ee Peuwenuio, 4mo, COOMEEmCcmEeHHO,
nompedyem 6opvbul C. YCmapeswum Ccnocobom MblubleHUuss U paspabomku HO8bIX chocobo8 3P@ekmusHoco
CcompyoHuuecmea 6 06paz08ameIbHOM KOMIEKMUBE.

Kniouesvie cnosa: obpazosamenvhas cpeda, KOHQIUKMHAS cumyayus, cmpame2uu YnpaeieHus
KOH@AUKMamu, opeaHu3ayuoHHoe odweHue, npoyecc NPUHAMUS PeuleHuil, peuenue KOHGauKma.

The problem of communication among the participants of the educational environment occupies
one of the leading places in modern pedagogical science. The issue of interaction between the teaching
staff and educational executives is of particular interest. Dialectics, as a method of seeking the truth,
directs and provides possibilities for a new way of thinking or acting that may not have been originally
envisaged. Within the limits of conflict, logical and emotional elements and their ability to handle are
tested, which is a basic skill that stems from dialectical thinking and is the basis for the successful
resolution of the conflict phenomenon.

It is emphasized that, although conflict and cooperation have as common references learning and
socialization, but within the realistic educational environment and especially in the field of conflict resolution,
there is a lack of inactivity in the development of effective communication and cooperation.

A conflict in educational surroundings has been the subject matter of different studies and research.
Scholars P. Hatzipanagiotou [8], L. Kriesburg [12], E. Mavrantza [14], D. Mumby [15], O. Papadopoulou
[17], R. Pondy [20] have internationally contributed a lot to our knowledge of the problem.

The goal of our article is the theoretical analysis and differentiating various types of conflicts in
the educational environment as well as sharing some practical experience of applying a variety of
techniques for solving the problem.

The research under consideration presupposes the necessity to determine the essence of the term
‘conflict’ in general and the conflict in educational background in particular. The analysis of existing
definitions of conflict as a scientific category seems quite reasonable.
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According to L. Kriesburg, contradictions are a form of relationship between two or more
individuals who believe they have incompatible ends [12].

D. Burandas defines conflict as a situation where the behavior of one individual or group
deliberately seeks to prevent the achievement of the goals of another individual or group [3].
According to F. Saiti, this is a rivalry between two parties based on values and claims, the social
position, power (power) and the financial resources that exist in short supply [27]. Conflict is also
defined as an active-reciprocal process that manifests itself in incompatibility, disagreement or
confrontation between individuals or groups of individuals [20].

In other words, the conflict is seen as an open or closed confrontation that has not been
effectively addressed. Organizational conflict occurs when members of the organization act or adopt
attitudes that are incompatible with those of their colleagues or external members who utilize the
services or products of the organization [22].

Dealing with conflicts in educational organizations, executives tend to apply different styles of
administrative behavior. These mainly include the integration of objectives, concession, enforcement,
avoidance and compromise [22].

In P. Polychroniou’s opinion, the choice of conflict management-settlement style depends,
among other things, on the following factors: organizational communication, the interdependence of
individual objectives and the ability of individuals and groups to work together [19].

Based on the studies of R. Blake and Mouton and Thomas, M. Rahim proposes a model of
conflict management based also on two basic dimensions: a) individual interest and b) interest in
others. The first dimension of the conflict management model refers to the degree (high — low) that an
individual seeks to meet his personal goals. While the second dimension proves the degree (high —
low) to which a person tries to meet the goals set by other people with whom he relates. These two
dimensions describe the motivations of an individual or a group during a conflict [21].

O. Papadopoulou thinks that this combination of the two dimensions yields conflict
management technique. One of them is the technique of goal integration or problem solving or
cooperation; the use of goal integration to manage disagreements within the organization which are
characterized by open communication, continuous flow of information as well as examination of
disagreements. This method promotes creativity and innovation and removes obstacles, thus leaving
room for greater efficiency. To make this possible both sides need to be honest about their motives and
goals, differences openly expressed and mutual trust, understanding and maturity [17].

A. Saiti mentions that ‘organizing’ technique can also be included in the model of problem
solving and is determined primarily by the analysis of the nature and conditions that created the
situation of the conflict. In this case the causes or conditions of the conflict focus mainly on poor
organization and the main reason for the efforts made under this model is coordination between the
conflicting parties [27].

E. Mavrantza highlights the conditions of collaborative problem solving:

e when the goals are complex and particularly important for both parties;

e when consent and participation is desired, everyone has the strength and knowledge to make
decisions and solve problems;

e when the management wants to win the commitment of those involved in achieving the
common goal;

e when management wants to improve the interpersonal relationships of the people involved.

The scholar highlights the technique of concession or normalization / adaptation: the specific method
of conflict management is associated with the effort to reduce the intensity of disagreements and to
highlight common ground in order to satisfy the interests of the other party. This model is used when each
of the opposing groups is interested and concerned about the interests of the other group, showing an
intention to retreat in order to achieve a peaceful settlement and harmonious coexistence [14].

According to A. Saiti, another technique is that of enforcing or using power when enforcement
is characterized by a high interest in individual goals and a low interest in the goals of others. In
competitive conflict management, personal views and goals are more important than relationships. The
dominant side tries to secure its own supremacy by using the power it has and which can come from:
a) power (position in the hierarchy), b) seniority and experience and c) specialty. An individual or a
group of people who try to impose their goals in every available way and without calculating the cost,
often ignore the needs and expectations of the other party and orient themselves to a “win-lose”
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trading style. To this administrative style belongs the tactic of the formulation of orders of the boss to
his subordinates for routine tasks that require quick execution [27].

The researcher highlights the avoidance technique which indicates low interest in both
individual and third party objectives. This particular negotiation method is used when the point at
which the disagreement is located is of little importance or when it comes to issues of tactics or
maneuvering in relation to the other protagonists. The use of this tactic can result from: a) indifference
to the nature of the conflict problem, b) aversion to the process required to resolve the conflict or, ¢) a
sense of inability to resolve the conflict [27].

The compromise technique suggests that in compromise, the parties usually use a “give-and-
take” negotiation style and try to ‘“share the difference” in order to reach mutually acceptable
decisions. This settlement is similar to the co-operation technique as it leads to mutual satisfaction of
the parties involved, but does not offer permanent and sustainable solutions. Therefore, a superficial
solution is achieved without seeking to find the deeper needs and interests of both groups. With
compromise no one loses, but no one wins, it is a simple and effective way of resolving conflicts
within the school unit [27]. In general, compromise as a style of negotiation is not considered
appropriate in the context of solving complex problems, which require effective harmonization with
the goals set by the parties involved.

Combining in a critical context, the above-mentioned elements and data, the tactic of conflict
avoidance does not seem to be a functional choice unless it is a conflict that will create unresolved and
strongly negative situations for the smooth functioning of an educational organization. An indicative
case is the intense and constant conflict e.g. of a school Principal with a teacher, for the arrangement
of which one could suggest the removal of the second from the school headed by the first and after the
other settlement practices (compromise, adaptation) have previously failed [27].

Therefore, taking into account the provisions of this article and the practices of resolving
interpersonal and individual conflicts proposed by the relevant literature (D. Bourandas [3], J. Dean
[4], J. Greenberg and R. Baron [7], A. Saiti and Ch. Saitis [27], M. Zavlanos [31]) different solutions
are proposed for each of the respective types of conflicts.

In personal conflicts, the use of power seems at first to be the most appropriate, because
conflicts stem from the characteristics of each employee, such as perceptions, personality, emotions,
and values, which can hardly be come to a compromise. However, given that this practice creates
winners and losers and that the solution that is likely to be temporary and superficial may have been
more effective, the solution would be a compromise settlement using the characteristics of dialectics
and persuasion (each or every group tries to convince the other side that it must adhere to its own
goals, not out of fear or in return, but to the satisfaction of its own interest within the value framework
it has adopted).

In other words, the educational executive who uses persuasion tries to persuade the dissenting
party that in fact and in essence they are not opposed to the intended goal. This, however, presupposes
that both parties involved are open to solutions and available for mutual concessions or consensus.

Let’s proceed to the case about the insistence of a teacher not to use ICT and the corresponding
digital tools at all during the teaching of Mathematics or Physics in the 6th grade, while the school
headmaster has repeatedly suggested the systematic use of ICT and of the digital material that exists in
the respective basic digital services of the Ministry of Education, could possibly lead the existing
situation to a dead end or even to a conflict, since a significant dimension is recorded — differentiation
in the teaching practices.

Proposal for conflict resolution: the teacher could continue to teach using his/her teaching
methods until the completion of his / her participation in a corresponding fast-paced ICT skills training
program in the teaching practice with the necessary integration of the appropriate digital material in it.
The teacher participates in this program upon the proposal and presentation of the School Counselor,
who during this period, will continue to encourage and support him, so that he on the one hand
successfully completes the training program and on the other hand gradually transforms the teaching
strategies it uses (relationship of motivation and efficiency).

In terms of group conflicts (intergroup and intragroup) the technique of goal integration or
problem solving or collaboration seems to be the most appropriate choice because at school level,
school management is collective and its hierarchical structure largely horizontal (School Principal —
Teachers Association).
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This particular conflict management style is associated with a high degree of stakeholder
commitment to its effective resolution, so that this dispute can be effectively managed through their
cooperation. The style of integration is characterized by two parameters: confrontation and problem
solving. The debate includes open and direct communication, two-way information flow, study of
alternatives and constructive disagreement analysis in order to find a solution that maximizes the
common good.

As E. Marvantza states, the integration of objectives in the problem-solving process contributes
to the creative solution of the latter. It is therefore an approach in which both parties wish to satisfy to
the same degree their personal interest and the interest of the other party by preserving their
interpersonal relationships and being both winners [14].

A well-known suggestion for dealing with this form is to create and achieve a new ultimate goal.
Such goals can be the implementation of a new educational project, the creation of new working conditions
or even finding solutions to the emerging conflict. In this case, alternative ways of action are utilized in an
objective way, taking into account the particular doubts and reservations of each group.

By implementing such an independent action or even in combination with the facilitation or
mediation actions of a neutral and impartial individual (the School Counselor, who has
institutional prestige and, as a rule, the ability to persuade), the conflicting parties achieve
communicate and work together effectively. In this way, the School Counselor reinforces the
sense of justice and the perception that opposing groups control the process of resolving the
conflict. That is, the imposition of a solution that comes from higher hierarchical levels using
their hierarchical and administrative power is avoided.

The technique of “organizing” could be adopted in conflicts arising from a different view of the
obligations, duties and rights of the position taken by each member of an organization. The reasons for
this different view may arise from, among other things, poor organization, changes in human
resources, changes in the structure of the organization and a change in the object of work.

Therefore, regular and positive practices could be considered both for the prevention and
resolution of conflicts between groups, and for their coordination as well as for the effective
management of conflicts due to the overload of obligations and duties to an employee, from which we
expect to deliver the maximum in assigning diverse — and often conflicting — goals to a role (intra-
conflict): a clear description of responsibilities or information flow, the establishment of a project
coordinator and the establishment of acceptable teamwork decision-making rules.

In general, the use of “integration” of goals or problem solving (according to our judgment
belongs and the technique of organizing as a management style) optimizes the learning outcomes of
the process and the effectiveness of conflict management of this form according to the above, since the
technique of coordination or problem solving is based on the belief that the opposing parties have the
ability to solve problems mainly through cooperation. That is, there is a constant exchange of
information about the problem, as seen by opponents and at the same time process their differences in
order to reach a solution that is mutually beneficial in the end.

We strongly believe that the main factor in effective conflict management through
organizational communication is the decision-making process. By this we mean that the main
functions of the educational organization administration must include decision making. In fact, if the
basic functions of management are considered as a linear sequence, many theorists of the organization
place decision-making immediately after the operation of programming and associate it closely with it.
In reality, however, decision-making is a function and a condition for the effective exercise of all
administrative functions.

G. Typas and G. Katsaros claim that decision making could be defined as a process of solving a
specific problem, through the selection and implementation of the most appropriate of the possible
alternatives. Recognition of the importance of decision making has made this concept central to the
modern theory of organizations [30].

It is also self-evident that good communication is vital to organizational effectiveness, as it has
been characterized as one of the keys to organizational competence. The ability of executives to
communicate successfully is therefore a key prerequisite for the smooth operation and empowerment
of organizations.

According to S.Robbins and T.Judge, important functions of communication within
organizations include mainly control, motivation, emotion and dissemination of information [25]. This
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essential role of effective communication naturally has an effect on the proper management of
frictions or tensions, on the adoption of appropriate leadership behavior (transformational) and on
making quality and rational decisions.

Furthermore, what is called information flow in an organization is actually a dynamic process in
which messages are constantly generated, distributed and interpreted. Therefore, the communication
process is continuous and dynamically evolving and organizational communication does not cease to exist.

As D. Mumby claims, for this reason, educational managers must rely on the specific type
of communication in order to achieve the collection of information, rational decision making and
even the control of the expected results. In addition, organizational communication is an
important tool of effective management as executives manage to persuade, motivate and do what
their subordinates want [15].

According to I. Katsaros, in order to communicate effectively within school, the managers
undertake the input and collection of information from the internal and external environment for the
correct decision-making and the implementation of appropriate administrative control. The researcher
states that employees should be encouraged and motivated to act in a direction towards the realization
of the desired goals of the organization [10].

Also, it is considered appropriate to prevent conflicts by avoiding those conditions and
situations that lead the members of a team and the teams in general to competition and conflict. Team
leaders should focus on coordinating actions that will bring benefits to the organization. Also, moving
some members from one group to another seems to work positively several times.

However, the leadership of each educational organization must ensure that the functional role of
each subgroup and the contribution of each member are clearly emphasized and defined so as not to
create those conditions that lead to friction and competition between members of the teaching staff.

In addition to the above, P. Hersey and K. Blanchard state that the regular meetings and
meetings between the staff seem to contribute positively, in which the critical issues that have arisen
during their work will be analyzed and discussed [9].

Taking into account the relevant literature as reported in P. Hadjipanagiotou, to the most
common decision-making methods belongs the technique that reduces potential tensions due to the
fact that decisions are made unanimously or by a majority of all stakeholders and advisory [8].

A. Konstantinou states that democracy involves in the process of achieving the goals of the
educational organization — school all its members and ensures collective responsibility. It makes
teachers feel satisfied and excited about their work environment as they gain the feeling that they
contribute to the success of school goals [11]. Despite its positive points, it is worth noting that
democratic decision-making runs the risk of being taken late and through controversy. In the
environment of educational organizations, the way of decision-making with the influence of
counseling is also suggested as an appropriate proposal. According to A. Konstantinou, existing
educators present ideas and opinions that the faculty member may not have anticipated and help to
form a complete picture from different perspectives before the faculty member makes the final
decision. In addition, this democratic technique reinforces the belief in teachers that they are actively
involved in decision-making [11].

A. Reppa, in his turn, claims that that the success of the decision made through the counseling
technique depends to a large extent on whether the training executive takes into account as many
points of view as possible, calmly controls any controversies and does not affect the others in advance,
e.g. starting the discussion with his own point of view [24].

In general, the characteristics in the role of the school executives in making a decision while
reducing the likelihood of friction or tension — should be mainly characteristic of those resulting from
the combination and the delimitation of transformational and participatory leadership. In other words,
the way out is the creation of a vision and its connection with the reality of the teachers collective, the
promotion of change in education, the development of a collaborative culture and the personal
development of all.

Some measures the school executives may take should be as follows:

e ensuring that the vision for the school is clear, understandable, accepted by all, in accordance
with the values and needs of the school and the local community and compatible with the principles of
current national education policy;
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e realization of the vision with clear common goals and plans in daily practice in the school
community;

e mobilizing members and work with them in a spirit of justice, reciprocity and equality, respect
and dignity - to shape a common culture and a positive climate (collaborative culture);

e leading educational change;

e supporting creativity and promoting innovation;

e rewarding teachers and educational executives, recognizing their work and praising its value by
organizing events to promote their achievements;

e cultivating teamwork, collaboration and participatory decision making;

e empowering teachers by inspiring confidence in their abilities;

In conclusion, the existence of conflict in an educational organization is considered a natural
possibility. Although the involvement of individuals in conflicts is stressful, no conflict can be
described as positive or negative, constructive or destructive for an educational organization. The
value of a conflict is assessed as favorable or not, depending on the participants in the conflict, the
means used and the subjective criteria of the participants. The positive causes or constructive actions
for the rational management of the conflict phenomenon must arise as a result of the dialectical way of
dealing with disagreements, crises and conflicts. Their effective resolution is a positive potential for
experience, as it provides an opportunity for stakeholders to get to know the problem, plan and
implement positive changes in challenge outdated ways of thinking and develop new ways of working
effectively together.
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Kanauaat HCI/IXOJ'[Ol"i‘IHI/IX HayK, JOOCHT
VYHiBepcureT «YKpaina»

Bya. JIbBiBChKa, 23, M. KuiB

AHAJII3 HAYKOBHUX HIIXO/IIB IO CYTHOCTI COIIAJIBHOI AKTUBHOCTI
CTYJEHTCBKOI MOJIOJI

Ha ocnosi suokpemnenns ocCHOBHUX nNiOX00i8 00 pPO3YMIHHA 3MICHY aKmu@HoOCmi ocobucmocmi
NPOAHANi308aHO OCHOBHI HAYKOGI NIOX00U 00 MIyMAa4eHHs CYMHOCMI COYIanbHOI aKmueHOCmi ocooucmocmi:
OIANbHICHUN, AKMEONO2IYHUL, CUCMEMHUT, cyO €EKmMHULL, aKciono2iunuil, eenemuko-modenoyuil. Busnaueno, uwo
Haubitbuws OOYINbHUM Y MPAKMYAHHI CYMHOCMI COYIAnbHOI aKmMUHOCMI CMYOeHmcbKoi Monoodi €
3aNPONOHOBAHUTI ABMOPKOIO CYO EKMHO-0iANbHICHUL hi0Xi0. Bcmanogneno, wo cyb ’ekmuicmes ocobucmocmi €
8ADICIUBOI0 NEPEOYMOBOI0 MA OOHOYACHO Pe3VIbMamoM COYianbHOI aKMUGHOCHI CMYOeHmis, AKa peanizyemocsl
yepes disibHe [ 6I0N0BI0aNbHe cmasielHst 00 cebe, pisHUX 00 '€kmis, IHULOT TIOOUHU, HAGYATLHOT Ma MAU6YMHbOT
Gaxoeoi disnbHocmi. B ocHosi akmusHOT OisibHOCMI TH0OUHU 80AYAEMbCsL 20MOGHICb | 6MIHHA peanizyeamu
c80i inmepecu 1 iHmepecu CycnilbCmea, NOCMillHe NPAcHeHHs1 NAUGAMU HA COYianbHi npoyecu i peanbHa
yuacme 6 CyCnilbHUX i 2pOMAaoCbKux Cnpaeax, NpAacHeHHs 600CKOHANIO6AMU COYIaNbHUUl 1a0 HA OCHOGI
coyianvHux, MOpANbHUX i Npaeosux yinnocmel. Biosnaueno, wjo 32i0H0 3 cy6 €KmMHO-0iANbHICHUM NIOX0O0OM
coyianbHa aKmueHiCmb CMyOeHmMCbKOI MON00I € OCOOUCMICHUM YMBOPEHHAM NPOCOYIaNbHOT CRPAMOBAHOCH,
BHYMPIWHLO ~ 0emepMIHO8AHUM — IHOUGIOYaNbHUMU —nompebamu, YIHHICHUMU — OpIEHmMayiamu, 601b08UMU
Xapaxmepucmukamu ma 0COoOIUBOCHAMU TOOUHU | HA308HI NPOSAGIACMbCA Y NepemeopenHi ocobucmocmi i
coyiymy.

Knrouosi cnoea: axmugnicmv ocobucmocmi, coyianbHa akmugHicms, cy0 €KmHO-0isnbHiCHUL NiOXio,
CMyOeHmCcbKa MOJI0Ob.
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