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Abstract

The study aims to work towards a conflict
transformation manual to address Kenya Medical
Training College Manza Campus. The campus has
experienced many frictional conflicts which are both
intra-group and inter-group in nature. There have
been political agitations that seemed silent but have
become volcanic in nature among students. These
conflicts between students, staff and the
administration have caused stalemates in different
times, misunderstandings, lack of continuity of the
campus, stagnation of projects, disharmony, and to
larger extent transfers of staff. This study engages
conflict transformation methods to address the
chronic repeated issues of conflicts. The study
reveals the urgency and important need of conflict
intervention studies and methods within such related
institutions. The study proposes a well grounded
mediation theology from the bible. The results of
this study will contribute important resource
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materials for conflict transformation with a biblical
background to KMTC Manza and beyond.

I.  Introduction

Background of the Study

KMTC Manza Campus has existed
amicably since its inception in 2003. The
administration was always effective in handling all
campus matters. Major concerns and issues started
when the campus began receiving the government
sponsored students from all over the country
through the placement system. The campus receives
generally 400 students annually. The student
population is now approximately 1500. This has
created political related issues especially during
student election years.
The organogram for KMTC leadership is depicted
below:

AFFAIRS

DEAN OF STUDENTS

STUDENT REPRESENTATIVE
COUNCIL

PRINCIPAL

DEPUTY PRINCIPAL ACADEMICS

HEAD OF DEPARTMENTS

DEAN

PATRONS

| DEPUTY HEAD OF DEPARTMENTS |

CHAIR PERSON

| LECTURERS I

STUDENT REPRESENTATIVE
COUNCIL CHAIR

CLASS

REPRESENTATIVES

STUDENTS

STUDENT REPRESENTATIVE
COUNCIL COMMISSIONERS

STUDENTS

| Impact Factor value 7.52 |

ISO 9001: 2008 Certified Journal

Page 340



www.ijhssm.org

g

International Journal of Humanities Social Science and Management (IJHSSM)
Volume 5, Issue 6, Nov.-Dec., 2025, pp: 340-358

ISSN: 3048-6874

The relationship and group dynamics of
students versus staff versus administration have
dynamically changed over last years. The student
political perspectives have been affected by the rest
of Gen Z revolutions in the country and are now a
pertinent issue. Given the large numbers of students
and the diverse religious and family backgrounds,
conflicts have become inevitable and the political
climate has changed in the campus. The campus
doesn’t have a prescribed manual for conflict
handling. The students are represented by their
council SRC, or Student Representative Council.
The staff and administration have not been
specifically trained to handle the larger and deeper
intra or inter group conflicts.

The precise conflicts from 2024-2025 at
KMTC Manza Campus have been highlighted as
follows:

In the year 2024, the public health
department had conflicts with the then principal
which attracted managers from KMTC headquarters
causing, this conflicts also involved students , this
caused all the public health staffs to be transferred.

In the beginning of year 2025, the students

body, through the SRC had conflicts with the then
principal and exam officer, which also attracted
managers from KMTC headquarters hence
transferring the principal. The students body was
refusing to take exams, it was a bit volatile.
During September 2025 almost the end, the students
through the SRC had a conflict with the current
principal which also attracted KMTC headquarters
managers. The verdict is yet to be served.

Research Objectives

Given the nature of the research, the following are

the objectives:

1. To analyze the specific conflicts at KMTC
Manza Campus

2. To analyze the root causes of such conflicts

3. To address the conflicts holistically

Research Questions

1. What are the specific categories of conflicts at
KMTC Manza Campus?

2. What triggers or causes the conflicts at KMTC
Manza Campus?

3.  What mitigation measures can be done to solve
the conlficts?

Significance of the Study
This study is of fundamental importance to
KMTC Manza Campus itself and also beyond. The

study will provide important resources for
understanding political issues in the campus and the
ones for handling conflicts that are deeply seated in
the campus. The study will also provide a manual
for conflict resolution and conflict transformation
within the campus. Finally, the study will provide
biblical and contemporary methods of handling the
deep seated conflicts. This will assist in the
management of the campus and will be a future
road-map of harmony/unity in Manza Campus.

II. LITERATURE REVIEW
IGAD classifies categories of conflicts as relation
conflicts, information conflicts, conflicts of interest,
structural conflicts and value conflicts (IGAD
2004).

2.1 Team Friction Dynamics

Team work and group cohesion on the
positive side are both essential components in a
setting like KMTC. According to Grayson, the team
works together. He denotes, A team is group of
individuals who come together to work
cooperatively on a mission in order to achieve a
common goal, while teamwork refers to the
activities of a group of individuals, which may
involve efficient communication and interaction
among team members to facilitate information
sharing, personal understanding, and assisting others
in achieving a level of success (Grayson, 2012).

APA Dictionary also defines it as an
organized task-group where members of such a
group integrate their individual inputs purposively
to attain a common purpose (APA, 2022). It has
high relevance even in academic institution like
KMTC. According to Somhen, positively powered
teams have diverse individuals, a shared purpose, a
sense of community, information sharing, and
collective effort (Sohmen, 2013). From the
foregoing, we can deduce that when teams work
together, in collaboration, there is organizational
success, team capacity building boost, and a forward
looking aspect of the organization. But the reverse is
also true when there is lack of harmony and regular
frictions as denoted in chapter 1 background.

It is vital to study the team relationships in
KMTC both internal and external. From the
organogram provided in chapter 1, and the external
hierarchical nature of how those conflicts were
handled and the unsettled culture of students all
point towards frictions in the teams. Victor A.
Thompson explains such scenario of an
organization. He argues,

Specifically, intra-organizational conflict,
to the extent it is organizationally determined, is a
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function of (1) disagreement over the necessity of
authoritatively created interdependence, (2) growing
disparity between rights and abilities, (3) scalar
status violations involved in technologically created
interdependencies, and (4) differentiation of values
and reality perceptions brought about by the controls
over interpersonal communication exercised by the
hierarchical system, the status system, and the
technical system or specialization (Victor, iv).

Conflicts cause disruptions in normal
channels of operation in any institution. Team
cooperation and behavioral dynamics are adversely
affected when conflict arises in any organization.
This finding is consistent with the literature from
Lee and Teng 2015.

Workplace incivility, even mildvarieties,
“exert a powerful negative effect on employees”
(Sliter, Withrow, and Jex, 2015, p. 25). Whenthese
employees have direct contact with students as
a part of their job, and exhibit rude
anddiscourteous behaviors to those seeking
assistance, the downward spiral begins. A “state of
crumble,” asEnehaug, Helmerson and Mamelund
(2016, p. 95) put it, results from unaddressed and
continual conflict.Paralysis of the organization
as a result of conflict affects production,
customer satisfaction, andorganization reputation.
It is therefore imperative that institutions have
conflict management as an integralpart of the
organization and its policies (Enehaug et al., 2016).
5.2 Limita
It is good to ask whether there is team cohesion,
communication flow, trust, diversity inclusion, and
whether there are supportive relationships at play in
the KMTC institution.
Jiseon Yu argues for random groupings of students
in colleges and tutors using those dynamics to
enhance studies and foster cohesion. She explains,

The study aimed to understand student
experiences and outcomes with random grouping
and inform future practices by addressing the key
aspects, including challenges and benefits of random
grouping, student and tutor perceptions, and group
work efficiency... Tutors emerged as critical
facilitators for successful group work. Both students
and tutors recounted instances of group conflicts,
many of which were effectively resolved with the
appropriate level of tutor intervention at the right
timing. Several factors contributing to the successful
resolution of group conflicts were identified,
including transparent communication among all
group members and with the tutor, students feeling
equally heard by the tutor, the experience level of
the tutor, and the level of trust established between
students and the tutor. Incorporating random group

allocation not only enhances academic performance
and peer learning but also aligns closely with the
principles of equality, diversity, and inclusion
(EDI).

2.2 Root Causes of Conflicts

It is vital to understand conflicts in a broader sense.
Several scholars have given their definitions and
their categories. Briefly, some are sampled here.
AregaBazezew&MulugetaNeka in their journal on
interpersonal conflicts share these insights:

The term ‘conflict’ has been used in different ways,
referring to different forms of conflict (racial,
ethnic, religious, political and gender), types of
conflict (within an individual, between individuals,
within a group and between groups) and places
where conflict occurs (at home, in organisations,
and on battlefields) (Hartwick&Barki, 2002, p.4).
Scholars agree that the term ‘conflict’ is
synonymous with individual/group disagreements,
disputes, quarrels, physical fights and confrontations
(Salleh&Adulpakdee, 2012, p.15; Olu&Abosede,
2003; Shahmohammadi, 2014).

From the discussion on the positive side of teams, it
was noted that the reverse also happens. In such
scenarios, the teams become hotbeds of conflicts
and more frictions as in the case of KMTC
background chapter 1.

Relational Issues

It is evident that KMTC has had friction and
conflicts around different persons of diverse social
status internal and external. The college students
researched have internal drug and interpersonal
conflict issues too.

Wilson O. Erhun et al in the study Implications of
failure on students who have repeated a class in a
faculty of pharmacy made key discoveries on this
internal conflict,

Course failure increases attrition and reduces
retention of students. The rates of retention and
attrition are two concepts that have gained the
attention of researchers over time.This can be linked
to the increasing number of students having to
discontinue their academic pursuit...The study
sought to assess the emotional implications and
overall psychological impact of academic failure
among students who repeated at least one class in
the pharmacy program at ObafemiAwolowo
University (OAU), Ile-Ife, Nigeria...The study
showed that students who had repeated at least one
class experienced negative academic emotions and
may have suffered symptoms typical of post-
traumatic stress disorder (CPTL Journal, 2022).
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PTSD trauma is clearly noted in the above issue of
exam failures or missing exams in our context.
Academic attrition or the leaving studies before
completion arises from financial challenges, exam
failure, suspension, and failure to meet academic
standards. KMTC being a medical college has
higher standards hence attrition is a real
phenomenon.

Also Karen Jehn and Elizabeth Mannix worked on a
project based on intra group conflict and argue as
follows:

Relationship  conflict is an awareness of
interpersonal incompatibilities, which includes
affective components such as feeling tension and
friction. Relationship conflict involves personal
issues such as dislike among group members and
feelings such as annoyance, frustration, irritation,
and dislike. This definition is consistent with past
categorizations of conflict that distinguish between
affective and cognitive conflict (cf. Amason, 1996;
Pinkley, 1990).

Research by Jehn and Mannix above proves that
relational conflicts are detrimental to individual and
group performance, member satisfaction, and the
likelihood the group will work together in the future
(Jehn, 1995; Shah &Jehn, 1993). They add that
research findings indicate that the anxiety produced
by interpersonal animosity may inhibit cognitive
functioning (Roseman, Wiest, & Swartz, 1994), as
well as distract team members from the task,
causing them to work less effectively and produce
sub-optimal products (Wilson, et al, 1986).

Structural Issues

From the IGAD report, there are structural and value
based conflicts at the KMTC campus. They are
systemic and thus complex to handle.

Richard E. Rubenstein, a leading scholar has written
the book Resolving Structural Conflicts. It addresses
a key issue in the field of conflict studies: what to do
about violent conflicts that are not the results of
misunderstanding, prejudice, or malice, but the
products of a social system that generates violent
conflict as part of its normal operations. This
question poses enormous challenges to those
interested in conflict resolution, since the solution to
this problem involves restructuring social, political,
and cultural systems rather than just calling in a
mediator to help people arrive at an agreement. The
researcher sought to wunearth some structural
conflicts arising from the KMTC system and the
findings/discussion chapter will discuss the same.

In Group and Out Group Issues

There is a clear cut idea of inter-personal hostilities
within and without the KMTC setting from 2024-
2025. Freeman explains this aspect of inter-person
hostility and what trigger it. He explains that,
[Interpersonal] hostility includes a combination of
attitudes, such as bitterness, distrust, and suspicious
thinking. Hostility is a product of anger, which tends
to occur when individuals feel threatened (Freeman,
2007).

The groupings of students in some colleges create
another avenue of hierarchy of bullies. This
particular group does more psychological harm to
the victims. Elisa Larranaga, Santiago Yubero and
AnastaciaOvejero in their book
CyberbullyingAcross the Globe and article on
gender variables address this key issue,

‘research has shown that college students face
similar problems in their online interactions as
students in primary and secondary schools. The
prevalence of cyberbullying among college students
ranges from 8 to 21 % and may include receiving
threatening text messages, sexually harassing
messages, spreading rumors, and faking someone’s
identity’ (Larranaga, 63-67).

The other form of bullying was body shaming that
creates internal psychological issues to the
recipients. Beauty Mondol describes this vice
succinctly,

The study found that 66.45% of the students were
faced with body shaming, and 42.76% of these
happened through social media. Female students
reported a higher prevalence of body shaming
(37.11%) than that of male students (29.14%), with
an odds ratio of 1.493, indicating that females were
almost 1.5 times more likely to experience body
shaming...(Mondol, 2024,4JESS).

It is worth noting that inward conflicts are pertinent,
and given the silent personalities, issues of suicide,
sinking into drug addiction and depression are more
common.

Iceberg Issues

In conflict mapping, the iceberg is a deeply
seated issue. In the KMTC case, a deeper study
reveals these icebergs. Scholars cite the iceberg
model (see below) as a pragmatic toll for
understanding systemic conflicts in institutions.
JeroenRobbe postulates that the conflict iceberg
model supports us to dig deeper and see layers of a
conflict that remained invisible before, allowing us
to address the conflict on a more meaningful level
(Commons Library).
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Deep seated college issues may involve hidden
conflicts that never come to the surface.

2.3 Impacts of the Conflicts at KMTC

Negative impacts that are caused generally by
conflicts in an institution like KMTC are: stalemates
and decreased productivity, less efficiency, damaged
reputation, economic depression, mis-trust and
distractions among others. For the individuals there
are aspects of low self-esteem, less motivation,
depression/stress, and maybe issues of moving to
another institution if things become more toxic.
Other key and more precise impacts are:

Organizational Systemic Impacts

Edwin Chigozie discusses causes of conflicts like
lack of group cohesion, unclear roles and outlines
how they impact an organization. ‘These causes
impact employee job commitment, service quality,

customer  satisfaction, and  organizational
performance’ (Chigozie, 2017).He also argues in his
journal,

Results showed that unclear responsibilities, poor
reward system, and lack of group cohesiveness, are
responsible for organizational conflicts; with the
consequential impact on employee job commitment,
service quality, customer satisfaction and
organizational performance, whereas outcomes
generate influence on employee job satisfaction and
job performance, thus creating turnover intentions
and further generating organizational conflict (cf.
Turizam, 2017).

The consequences are clear that conflicts affect the
organization as well as its employees. This calls of
more pragmatic effective conflict management and
transformation methods.

Psyco-social Impacts

Students whether married or single experience
internal and external conflicts. Whenever there are
inter-personal frictions between themselves or
between them and lecturers, it causes psyco-social
impacts like depression and mental health. From the
research on bullying, depression and suicide were
noted:

According to the research, the impacts of body
shaming are multifaceted in most of the students;
with issues such as emotional distress (47.59%),
body anxiety or dissatisfaction (40.25%), depression
and inferiority (39.62%) coming up as a high rate of
result. Alarmingly, 10.27% of students reported
noticing suicidal tendencies in themselves due to
body shaming. Female students generally reported
higher rates of negative impacts compared to male
students across most categories (Mondol, 2024,
AJESS).

Subjective issues

“To make the dialogue between teachers and
students go on, teachers must properly handle the
conflicts between teachers and students” Lu 2012
Biological hostile instinct ..environmental

“The cause of conflict is not the result of external
factors, but the result of human actors’ innate
biological factors. Conflict is not only a product of
conflict of interest, but also a reflection of hostile
instinct” (Huang, 2003).

In an educational scenario, returning to the “get out
of the classroom” case, the teacher-student conflict
stems from the frontal confrontation between
teachers and students caused by sleeping in class.
On the surface, the teacher-student conflict is just a
competition between The teacher and the
“chivalrous” classmates., the teacher-student
conflict exists by virtue of competition (Ibid, 8).
Reflected in the relationship between teachers and
students, the mutual adaptation between teachers
and students and their environment will bring
harmony and consistency. In other words, the
mutual adaptation between teachers and students
and their environment will promote harmony
between teachers and students.

Paola Pedrelli et al argue that,

Thus, this group of students may have to cope with
meeting work and family demands in addition to
academic requirements. In these contexts, many
college students may experience the persistence,
exacerbation, or first onset of mental health and
substance use problems while possibly receiving no
or inadequate treatment (Acad. Psychiatry, 2015).
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Another negative peer pressure issue that comes into
college students is substance abuse. Several scholars
have noted this critical grey area,

Among college students, alcohol consumption is
associated with motor vehicle accidents, another
leading cause of death in this age group, accidental
injuries, unsafe sex, sexual assaults, and poor
classroom performance, as well as impairments in
prefrontal cortex functions such as memory and
attention (Wechsler H, et al, WISQARS, Marlatt
GA, et al).

The individual and group impacts of conflicts in any
institution are diverse and varied. Chigozie also
addresses the ‘intention to leave’ impact on the side
of individuals.

These conflicts causatives give rise to conflict
behaviors such as negative employee job
satisfaction, and low level of employee job
commitment...The behaviors further develop the
following outcomes — poor service quality, negative
customer satisfaction and poor organizational
performance, and finally, employees’ intention to
leave the job (cf. Turizam, 2017).

One key thing to note is the significant correlation
between organizational conflicts and employees and
students by extension.

Positive Impacts

Conflicts in organizations can have great positive
impacts on the organizational outlook and
management. This must take a pragmatic view by all
stakeholders to realize this kind of positive mindset.
The mindset is a paradigm shift from the traditional
understanding of conflict as something bad,
negative, harmful but as a normal occurrence in any
institution.

When conflict is viewed as part of any organization,
the positive outcomes are: increased diversity,
increased productivity, organizational management
change, improved team work, and forward future
looking policies among others. Other impacts as
outlined by Abdul F. Hussein et al in IJHTR journal
are organization based in problem solving and
brainstorming:

Inspire creativity: -conflicts are exploited by several
organizations as a chance to look for effective
solutions to problems. Members can also be inspired
by conflicts for brainstorming, whereas considering
problems from different perspectives... Conflicts
allow for the understanding of the concerns of
parties, causing agreements that benefit the interests
of both parties with their organizations and
relationships.

The authors also argue for positive social changes in
intergroup and interpersonal dynamics:

It facilitates mutual understandings of the problems
among individuals in conflicts and causes better
coordination among managements and people.
Moreover, it strengthens intra-group relationships
and unities by allowing outlets for members of
groups to argue and debate their needs in the groups.
The group health usually declines without intra-
group conflicts... Conflicts that contribute to social
changes which ensure intergroup and interpersonal
dynamics remain fresh and reflective of recent
realities and interests, in the sense that it adds
varieties to individual's organizational lives. Instead,
work lives would be boring and tedious (ibid).

They add that conflicts have a future mindset for the
organization too,

Share and Respect Opinions: -it is an opportunity
for members of organization to contribute their
viewpoints with individuals of other groups.
Conflicts can bring members of the organization
together to actively listen to each other and share
views and experiences as they work to achieve the
organizational objectives; in the sense that conflict
is a tool for improving future communication and
can provide members with the tools necessary to
easily solve conflicts in the future...It gives
productive and creative ideas. For instance, the
benefits that employees receive nowadays are the
outcomes of the management-union conflicts during
the last decades (ibid).

The above evaluations of conflict as inevitable and
as a good tool for management can be embraced by
organizations like KMTC. It will lead to more group
cohesion , prime conflict solving and future lens
focus on higher performance indexes.

2.4 Intra and Inter Group Issues

Using the sociocultural theory on team dynamics,
the researcher M. Laal observed the dynamics
between teachers and students in a college.

Previous research shows that the way students
interact with each other critically impacts their
learning process while working together. It is also
worth of mentioning that these positive results can
only be achieved when teachers make proper and
adequate instructional decisions. Particularly while
students are collaborating, teachers need to monitor
which problems students encounter and to intervene
when necessary (Laal, 2012).

Ronald J. Fisher earmarks inter group conflicts in
organizations as follows:
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In organizations, poorly managed differences
between departments or between factions within the
same unit can dampen morale, create animosity, and
reduce motivation and productivity...At all levels of
human interaction, poorly handled conflict between
authorities and constituents or between majorities
and minorities can lead to frustration and alienation
on both sides. In fact, wherever important
differences exist between groups, there is the
potential for destructive intergroup conflict (Fisher,
1990).

The above proves the fact that the inter groups with
conflicts at KMTC have had far reaching negative
impacts, for instance, the transfers of managers.

2.5 Biblical Mediation

The bible depicts some key figures in the Old
Testament as initiators of mediation. By divine
mercy, God accommodates Israel as depraved
covenant breakers and serious sinners. God used
Abraham, Moses, Noah, the Levites, kings, prophets
and judges for that task of mediation.

The pattern of mediation in the bible is visualized
as:

God foresaw fall of man
He planned his redemption

|

God initiated mediation
Through Jesus

|

Jesus died on the cross
To bring reconciliation

|

Saved mankind
Reconciled to God

Mediation was a high tasked office by Yahweh both
in Old and New Testaments. The Standard Bearer
journal quotes,

The mediatorship was an office in the church
instituted by God. lit was an office to which
belonged the following duties: reconciling the
people of Israel to God through a sacrifice by blood;
praying for this people on the grounds of the merits
of this sacrifice; blessing this people in God’s name
and thus bringing the virtue of the sacrifice in living
connection with them; speaking to this people God’s
word and bringing them under its yoke. He who
served this office was thus mediator of God and
man. All the aforesaid duties formed his mediation.
By virtue of his office, he occupied an intermediate
position between God and man, the chosen people,
and as the occupant of this position he formed the

transit from God to man and from man to God (SB
Journal).

Moses as Israel Mediator

Moses was a key mediator between Israel and
God/Yahweh and a fore shadow or type of Jesus.
There are several instances when Moses stood
between Israel and God:

At the Sinai point the nation of Israel asked him,
‘Speak to us yourself... But do not let God speak to
us, or we will die,” is a key example of his role
(Exodus 20:19). The mediation here was done and
ratified through the Mosaic covenant.

During the golden calf issue in Exodus 32, though
Moses became bitter and broke the tablets, he still
mediated it. The covenant was broken. Moses stood
as intercessor when God’s wrath was high tempo in
Exod. 32:11. He ground the idol to powder and
mixed it with water and made the people drink it.
Then Moses confronted Aaron on the evil he had
done.

Moses Vs Pharaoh

This was both a systemic and ideological conflict
for it involved the nation of Egypt as oppressor
versus Israel as the oppressed. It was ideological in
the sense that Egypt belief systems were not
compatible with Israel’s and thus Pharaoh would
never let them freedom even to worship a foreign
God according to them (cf. Exod. 5:2; 8:28).
Pharaoh was afraid the Israelites were becoming
numerous and would soon overpower him (Exod.
5:5).

Moses vs Amalekites

The conflict with Amalek demanded a battle. Moses
and Hur remained in praying mode as Joshua
attacked them.

Jesus the Highest Mediator

As already stated, Moses was a type of Jesus who is
our mediator for the new covenant. He came as the
Prince of Peace (Isaiah 8:6) to appease God for our
own sins.

The mediator among men deals with parties
mutually hostile. The mediator comes between to
reconcile the contenders to each other, i.e. to prevail
upon them to come together for the settlement of
their disagreements and to forgive and forget. The
mediator of God’s covenant deals with a people—
God’s chosen people—by nature dead in sin and
hateful of God; but with a God who was so far from
hating this people that in His fathomless love He
gave His only begotten Son—the true mediator of
God and of man—to stand in the breach and
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reconcile, through His atonement, this people to
God. Thus the media- tor, as God’s gift, was the
highest demonstration of the great love He bore His
ill-deserving people (SB Journal).

Jesus as mediator did atonement, offering his life as
ransom for our own sins at the cross of Calvary.

The Apostles as Mediators
Jerusalem Council

In Acts 15, the apostles and elders
convened the Jerusalem council meeting to discuss
pertinent issues rising from Judaizers. The latter
were the group that demanded circumcision as
implicit for every believer even in the new
dispensation. They said verbatim, “The Gentiles
must be circumcised and required to keep the Law
of Moses” (Acts 15:5; cf. v. 1).

Luke indicates there was “much
discussion” (15:7) which we can term as sustained
theological dialogue on the issue. The Apostle Peter
then recounted what salvation of the Jews and
Gentiles entailed. Apostle Paul and Barnabas proved
how God was working and saving Gentiles (cf. Acts
14:3; 15:12) as well as Apostle Peter’s case of
Cornelius in episode of Acts 10:1-48. The apostle
James quotes Amos 9:11-12 in Acts 15:13-15
stating the element of God including Gentiles in his
salvation economy.

The final conclusion was to allow for ‘the
heart circumcision’ on the part of the Gentiles and
physical circumcision for the Jews. Douglas
Hoffman states on the Apostolic Decree,

Thus, the prohibitions being suggested are
nothing new or burdensome to the gentiles who
come to faith in Christ With this general knowledge
and for the sake of community in the church, the
believing gentiles should be prepared to be sensitive
to these particular lifestyle scruples of their Jewish
brothers and sisters in Christ. This list of expected
behaviors in churches of mixed Jew and gentile
memberships would serve a pragmatic purpose of
helping to unify the believers in Christ. Promotion
of this kind of deference in worship gatherings will
display the new identity of all the Christian
believers united together. The apostolic decree thus
seems to be a pragmatic compromise in the best
sense of that term. But as we will soon see, the
apostolic decree is also Scripture-motivated
(Zondervan website).

The New Testament as aforementioned has
Jesus as the pivotal instrumental mediator. It also
portrays the apostles as ‘mediators’ using the gospel
tool as discussed above. Here, God does the
mediative bargaining on our behalf. He places Jesus

at the center of the equation of our wrongdoing. God
is the perfect mediator since he picks up the task
himself and in eternal terms purposes to end the rift
between man and himself.

2.6 Contemporary Conflict Transformation

A deeper understanding of conflict and
workplace or institutional frictions is essential.
Failure to this intensive way of going to the deeper
roots of conflicts leads to superficial handling of the
same and relapse or recurring issues of conflict.
Meriel Sullivan in her foundational research case
study on structural conflicts shares the same
thought. She addresses it thus,

Conflict resolution theory posits that

understanding the sources of conflict aids peace
making by informing the selection of interventions
most likely to support the resolution of conflict. At
the workplace level, a common approach to
addressing conflict between staff is to treat the
situation as a grievance and refer it to mediation or
investigation. Such interventions presume the source
of the conflict is between the staffs who are parties
to the grievance. In doing so, the interventions may
be limited in their effectiveness, as a focus on
individuals does not consider the role that
organizational factors can play in conflict (Sullivan,
2017).
The situation above supports Burton’s argument that
a failure of institutions to satisfy human need will
result in social conflict and the destabilization of
institutions (Burrowes, 1996). The case of many
institutions is to silence students instead of valuing
their dissension as diversity. This is Paul Lederach’s
global perspective on conflict transformation
method.

Mediation
Meriel shares a modern insightful case study of
structural workplace conflict. She depicts,

As part of the grievance the Complainant
alleged his colleague made a threatening comment
towards him and that the comment reflected a
pattern of aggressive and bullying behaviour that
management was aware of and failed to address.
The Complainant lodged a formal complaint against
his colleague regarding the alleged threat, and a
second complaint against his supervisor (the
‘Supervisor’), the next-level supervisor (the
‘Coordinator’) and the line-manager for the
department (the ‘Manager’), for failing to address
his initial concern (the ‘second complaint’). The
Complainant agreed to address both complaints
through mediation. However, his colleague did not
consent to participate in a mediation process (Ibid).
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The scenario was further escalated by
status quo administration and what Meriel depicts as
unionized and male dominance. She adds, ‘The
conflict situation in the work area was exacerbated
by the dynamics of the workplace. The parties work
in a male dominated, highly unionized area where
there is a division between management and non-
management positions, with non-management staff
viewing management positions and processes with
suspicion (Ibid).

The events led to committee meetings and
mediation efforts were finally done. Meriel posits
the impact of the whole issue herein,

During the mediation, the Supervisor
disclosed that he experienced depression from the
negative work environment and consequential sense
of helplessness. The Manager argued that the
situation was complicated by legal restrictions on
employers and that he had not been made aware of
all examples of misconduct raised through the
mediation process. Nevertheless, the Coordinator
and Manager agreed that there were issues with
behavior, and expressed their own frustration with a
lack of support from senior management, including
the Director, HR Manager and CEO, in addressing
concerns (Ibid).

Mediation which is not biased can handle
such scenarios of workplace conflict. But keen
attention must be undertaken, to avoid one-sided
mediation. Lewis Coser argues against the latter one
that and point out, ‘“The risk for a workplace that has
a social system that reinforces conflict is that, in the
long-term, the values of an aggressive group can
become dominant and break down the intended
culture’ (Coser, 204).

Reconciliation Efforts

Reconciliation is a multi-faceted approach
of restoring conflicting parties to reach at harmony,
forgiveness and settlement. Originally it was taken
to mean termination of conflict. But Herbert Kelman
denotes now its paradigm changed;

Increasingly, however, we have come to
see reconciliation as a distinct process of
peacemaking, which must accompany conflict
resolution in deep-rooted conflicts between identity
groups. Whereas conflict resolution refers to the
process of shaping a mutually satisfactory and hence
durable agreement between the two societies,
reconciliation refers to the process whereby they
learn to live together in the post-conflict
environment (Kelman, 2010).

Reconciliation is a long term process. Desmond
Tutu, an icon on this method of transforming
conflicts lays important information. He argues,

In South Africa we have travelled a long way down
the road of reconciliation, but our journey is not yet
over. Reconciliation is a long-term process and it
must — and will — continue for many years to come.
And yet, we have made a good start. For us, truth
was at the heart of reconciliation: the need to find
out the truth about the horrors of the past, the better
to ensure that they never happen again. And that is
the central significance of reconciliation. Without it
people have no sense of safety, no trust, no
confidence in the future. The aim must be ‘to build a
shared future from a divided past’.

Carl Henry also argues for a double sided
reconciliation approach of aggrieved parties. He
sums it up as follows,

That there is a Godward as well as man-ward aspect
of reconciliation is integral to New

Testament teaching. That Christ’s death removes
God’s enmity against man—that a new

relation exists of God toward the sinner no less than
of the sinner toward God—is at the

heart of the doctrine of salvation. Nowhere is the
fact stated more succinctly than in 2

Corinthians 5:17 ff.: “God . . . reconciled us to
himself through Christ . . . be reconciled

to God (Henry, 1999).

Sustained Dialogue

This method identifies five components of
relationship being, identity, interests, power,
perceptions, misconceptions and  stereotypes
according to Philip Stewart (IJCER, 2015). It is
these components that the dialogue moderators will
use to understand the nature of conflict, and how to
guide sustained dialogue. The process involves:
deciding to engage, mapping relationships, scenario
building, and acting/learning together.
Sustained dialogue aims to lead to inner change. Hal
Saunders defines dialogue as “listening deeply
enough to the other to be changed by what you
hear.” This suggests that the very essence of
dialogue is “change” within ourselves and among
those in the group. The purpose of dialogue is not
just civil talk; it is to create opportunities for each of
participant to be open to inner change and change in
relationships with others, and thus to make possible
resolving issues in conflict (Stewart).
Issacs identifies four qualities as essential to
building what he calls a “dialogue container”
capable of encouraging change. (Isaacs 239-261)
These conditions are “listening, respecting,
suspending, and voicing.”
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Third Lens of Conflict Transformation

Paul Lederach’s addresses not the short term method
of resolution but the far reaching third lens of
conflict transformation (see fig 1 below). The
relevance of the big picture is that you can’t
transform a conflict until you map out the
underlying issues, history of the conflict, and
conflict dynamics over time.

The Big Picture of Conflict Transformation

Inquiry 2:
Horizon of
Future

Inquiry 1:
Presenting
Situation

Inquiry 3: Development of Change Processes

1II. RESEARCH METHOD
3.1 Research Design
The research design used by the researcher was
qualitative in nature with narrative studies in KMTC
Manza Campus. Qualitative research deals with the
participants’ feelings, ideas, or experiences. Hervey
Fossey denotes that,
The aim of qualitative research is to gain a
comprehensive understanding of social phenomena
in their natural environments. It relies on the direct
experiences of people as meaning-making agents in
their daily lives and focuses on the why rather than
what of social phenomena (Fossey, 2002).

3.2 Data Collection

Data was collected using three instruments namely
focus groups, interviews and questionnaires. The
data received being descriptive was analyzed using
NVIVO tool.

The questionnaire here is mostly formatted with
open ended questions that help the participant to
discuss their opinions, beliefs, and judgments in a
freeway. It has an added advantage. According to
Kothari and Gaurav, ‘a questionnaire is a research
instrument consisting of a set of questions and is
used to address the specific objectives in the study’
(Kothari, 2006). Two, a focus group is, ‘a group

interview on a particular topic, led by a trained
moderator... the goal of the focus group is to
provide useful insights on the topic’ (Collins and
O’Brien, 2003, p. 142). The researcher also used
online focus groups depicted as ‘using internet tools
that are familiar in usage to the participants, like
Google Meet, Skype and Zoom’ (Gundumogula,
1JHSS).

Karen Dunwoodie et al argues that interviews
provide an opportunity for participants to share their
feelings, prejudices, opinions, desires, and attitudes
towards different phenomena they experience in the
workplace or other organizational contexts
(Dunwoodie, 2022). To add, unlike quantitative
work that stresses the testing of causal relationships,
qualitative interviews help us to uncover how people
attribute meaning to their social experiences
(Denzin& Lincoln, 2000).

3.3 Sampling Technique

The researcher engaged a purposive sampling
method to do the data collection. The sample size
chosen was 200 in total. Purposive sampling is
intentional and specifically chooses a targeted and
informative smaller size of the overall sample as
Kruger observes (Kruger, 2001). Purposive
sampling has sets of demographic, geographical,
psychological, political, or  socio-economic
categories stratified and covered.

3.4 Assistant Researchers

The researcher engaged and trained assistants to
assist in the data collection process within KMTC.
They assist mostly in selecting the participants and
interpreting participants and their answering
behaviors. ‘Research assistants in academic and
non-academic institutions are often employed by
more senior colleagues to carry out desk-based tasks
such as background literature searches, annotated
bibliographies, and the like’ (Molony& Hammett,
2007).

3.4 Ethical Issues

The researcher sought for official permits from the
KMTC dean’s and principal’s office to undertake
the research. The researcher also indicated for the
interviews, and questionnaires if a respondent was
unwilling to answer some question due to ethical
personal concerns to skip it.

IV.  FINDINGS & ANALYSIS
4.1 Actors in the Conflicts
The majority of the respondents were students
comprising 70% of the data collected. The
remaining 30% was the staff and administration.
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The main actors hence were the students in their
formations and groupings against the administration
or against each other in inter-personal conflicts.

The student respondents described hurting conflicts
that arose from  miscommunication  and

misunderstanding  between them and the
administration.  Belittling remarks, negativity,
protests, and aggressive behaviors were some
negative forms used in times of conflict.

9
8 *\
, /
; /
5 / Students
4 / /\\ Administration
3 4 External
R
1
0 . . . .
2022 2023 2024 2025

4.2 Team Friction Dynamics

What are some of the conflicts at KMTC and which
ones keep recurring among students? Who are the
main actors in those conflicts?

There were high responses concerning students vs
students, students vs deans/HODs and lecturers vs
students conflicts.

The students’ side involved fights with roommates,
love triangles, lending and bad debts, lack of
cultural nights and fighting for the few classes.
From the side of the dean, there were disciplinary
actions. The subjective side of the students was the
feeling that the rules were strict.

The lecturer side was on absenteeism of students,
strict marking issues, un-equal treatment of students,
favoritism in departments, and unfair allocation of
classes from the departments that were causative to
conflicts.

However some students had internal trauma related
conflicts from their background. One to note
respondents 038 and 077 said:

While other students make early and full payments,
some parents struggle a lot and their students are
sent home frequently for fees. This causes poor
performance on their side.

Being chased always lowers my self-esteem. It is
hard to concentrate and catch up with the rest of the
students and lecturers may not necessarily repeat
topics.

Some conflicts lie at the administration or staff
level. How have you addressed this at SRC or within
the student body? How were students versus
administration relationships in your view?

From the SRC and student dimension, most
conflicts were addressed through guidance and
counseling the concerned parties. One key
respondent 073 said,

The conflict between students and administration
can be handled through peer counseling, involving
neutral peer counselors, to help the students
improve on some negative mannerisms and
behaviors and thus transforming the student body.
The majority of the respondents argued that the
formal written complaints to grievance issues took
time to be handled and others were ignored or
totally not handled. The expression was the lack of
communication from the administration on some
pertinent matters. Respondent from FG 004 argued:
We address such conflicts by holding joint meetings,
discussing the problems openly and finding for
common ground to help all parties.

The other coded response was on the issues where
the administration called for meetings with SRC
then addressing the students’ fraternity as a body.
These issues were handled to the core though some
students felt their voices were not normally heard in
such forums.

4.3 Types of Conflicts at KMTC
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What are the major impacts of conflicts on students
and KMTC fraternity? Discuss them

The coded table of responses is shown below:

Code Name of Impact

Frequency of Responses | Remarks

Organizational Very high, 83

Several transfers had been done to staff
arising from grievances of students, low
performance caused by conflicts and time
taken to solve issues at KMTC

The deep seated issues were systemic
conflicts

Psyco-social High, 65

Many students faced PTSD  stress,
depressed ~ when colleagues  were
suspended, or when they lacked a forum to
air their views

Deep seated conflicts were tribal in nature

Individual Moderate, 24

Class absenteeism lowered ones’ esteem
especially when confronted by the lecturer
The deep seated issue was trauma and
depression from background issues

There were four large groupings on the type of
conflicts that had been researched on at KMTC
campus. The major types noted were systemic and
interpersonal conflicts. Overlay factors like class
disagreements and misunderstanding on class
allocations were also noted from the data collected
(see table below).

Value based conflicts at KMTC were a new
discovery. The issues of different economic status of
students led to money borrowing between them.
This was complicated when some end up not paying
back as data showed. Another scenario was different
religious backgrounds in faith though not on high
scales.

Types of Conflicts

B Systemic
® [nterpersonal
m Overlay

H Value
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4.4 Root Causes of Conflicts at KMTC

The thematic codebook table below summarizes the major root causes of conflicts from the students,

administrative and departments’ side:

Category Description

Student cause

Attrition failure stigma, Unmet needs of students and frustrations on
academics, discontinued, deferred cases, expelled cases on discipline,
Lack of enough seats

We have relied much on the SRC but some cases are not addressed or
they are one sided with favoritism

Administrative

with administration

Rejection of rules and regulations led to most conflicts
Rejection of suspensions from the authorities led to student conflicts

Systemic issues of student unrest in lack of water, lack of infrastructure
classes, lack of WiFi, disciplinary actions

behaviors

SRC Students from abusive backgrounds having aggressive and violent

Some students from single families as difficult to handle

Informant coded 029 argued that, ‘some issues
concern personality problems, and these behaviors
come from their backgrounds. This needs to be
addressed by professionals.” This was a thought
provoking response that needs a critical focus. It
agreed with the literature on mental and personality
issues raised in chapter 2.

Another key respondent noted. ‘lack of enough seats
actually led to students fighting each other and once
reported it could lead to automatic suspension.” One
interviewee noted the need for suggestion boxes to
key in their feedback and complaints.

Inter and Intra Group Issues
The study found out major relational groupings in
KMTC. Some groups were academic, others were

relational and still others were off campus. The
KMTC students’ social group formations were also
analyzed against their relative out group formations
of the administration and HQs.

How do you find students vsstudents relationships at
KMTC? What conflicts exist between students vs
students? What conflicts are deep seated in your
view?

The data collected proved in high frequency that
there were complex conflict relationships among
students themselves. Some regular themes around
there were: break up in love triangles, bullying
aspects, fights, and tribal conflicts among others.
They are tabled in the code book as below:

Participant ID Relationship and Developed theme

FGs 001-004 Major discussions proved that in general the relationships were warm and
caring amongst students and in class groups.
Major conflicts were emanating from tribal formations, abusive
relationships with some students, and drug abuse peer groups are rampant,
online bullying is creating depression among gender lines

Respondent 056 Complex: tribal conflicts during election periods at KMTC

FG 001/2025 Mild: False accusations and triangulations in communication

Respondent 061 ‘Bullying was deep seated especially of the feminine gender was highly
prevalent in and out of campus. It occurred in online media as abusive
language used and body shaming.’

The first analysis was on the internal groupings of the students themselves. There were intra group formations

that were hostile to other groups as research showed:
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The second social analysis was the out group formations. This were large groups especially outside the KMTC
campus especially on weekend entertainment formations. One respondent noted that they were a leading cause

of high stake drug addiction attractions for new students.
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4.5 Impacts of Conflicts at KMTC

On a personalized student dimension, the
research found out that deeper seated issues of
trauma, depression, shame, poor performance and
fighting were rampant within and off campus. The
students who existed on attrition basis, suspended or
expelled had mental depression issues to mitigate.
The other group was gender based and involved
bullying and body shaming in broken relationships.
This dimension is causing deep seated issues of
PTSD.

On the administrative side of impact of the
conflicts, respondents proved that the conflicts

caused stalemate between administration and
students and the headquarters, they caused
frustration, stress, disciplinary action, dismissals,
transfers of staff, expulsion of students. This in itself
led to more psychological disturbances on the
students concerned. The table below depicts how the
conflicts have been building up from year 2022 to
date. The major concern was year 2024, the
conflicts of students were recurring and also
escalating. There have been stalemates on some
conflicts as noted. But the year 2025 depicts some
resolved cases:
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Are there some conflicts that are constructive to
KMTC? Can conflicts cause positive outcomes?

If yes how in your view?

A sampled 23 respondents answered ‘no’ to any
positive outcomes seen from conflicts. The
respondents with views that conflicts indeed have
positive sides are:

From an administrative side, I have seen that
conflicts actually are eye openers. They give you
timely feedback of how students feel themselves.
This feedback needs to be analyzed and harnessed
for its positive side. If we always think as staff that
the students are rogue and stiff necked, our
performance and profile is the one to be affected
(Admin/Staff).

This was a positive and high focus lens on feedback.
There were good feedback to have suggestion boxes
for both staff and students.

4.6 Conflict Resolution Strategies in KMTC

The question on how conflicts were handled brought
diverse results from different respondents. The focus
groups reported as follows:

All four FGs reported that most conflicts were
ignore rather than addressed. Once the aggrieved
parties were called to resolve the issue, the meetings
were postponed and no discussions took place. In a
different scenario, the parties totally avoided the
issue and avoided face to face meeting.

The other responses were sweeping the conflict
under the carpet method. Thirteen interviewed
respondents said that the conflicts were reported to
the headquarters for further action.

A good number of respondents showed the different
methods used to solve the conflicts. Mediation
through dialogue by the headquarters had been used
before.

Disciplinary action had been used as method to curb
more conflicts amongst students.

Reconciliation had been used scarcely as a method
to solve conflicts.
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6 respondents quoted the need for improved, straight

communication methods during conflict days
instead of triangulation and avoidance of
communication.

Majority of the students resolved to coping
mechanism to stay in the college to avoid expulsion.
The focus groups indicated the need for further
training on both conflict resolution and
transformation methods.

4.7 Contemporary Conflict Transformation

Are there some conflict resolution strategies eg
mediation, dialogue, reconciliation, that you used as
students to solve issues at KMTC?

The questions posted for interviews, and focus
groups were on the methods and strategies used at
KMTC to resolve conflicts. The responses as guided
by the questions asked were diverse and varied as
follows:

In this particular question, students agreed that
modern methods of CR were used. They named
them as: dialogue, mediation, arbitration, integrative
negotiation, meetings with administration.

If the above conflicts were reported, how were they
handled by respective bodies at KMTC?On the
question of ‘how were conflicts solved at the
administrative level and was the administration
prepared to handle them?’

The responses were negated in the sense that there
was the aspect of hierarchy and the fear of the
unknown once a conflict had been reported. The fear
was on suspension or the disciplinary actions that
followed the cases. Hence most of the conflicts were
reported to SRC to handle themselves.

How can staff assist in conflicts solving in the future
at KMTC?

The responses were well engaged in this particular
interview question. Students expressed a very high
desire to learn conflict handling. The tabled results:

Participant ID Raw Data Excerpt

Intv. 007/2025

Involving higher authorities in bigger conflicts

Intv. 009/2025
Intv. 021/2025
Intv. 024/2025
Intv. 035/2025

Through open communication with students in forums
Mentoring and training students on conflict resolution ways
Training on Al and digital peace building programs online
Holding regular meetings with SRC and staff on issues

FG 001/2025 Open discussions will alleviate most of the conflicts

FG 002/2025 Having class suggestion boxes and prompt responses

FG 003/2025 Regular trainings on conflict resolution mechanisms

FG 004/2025 Organizing forgiveness and reconciliation forums annually

A key informant from FG 002 responded that:

The teaching staff can act as mediators in some
cases and mentor the students towards more
harmony to avoid hatred issues

On future handling of conflicts, there were
pragmatic answers. One student respondent 009
argued that
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We need even digital peace making strategies. These
can be taught virtually since most students use the
internet and social media platforms

From a senior administrative staff,

Involving both or all parties of interests to discuss
and come up with tangible solutions at conducive
grounds of agreement and discussions

The other responses were:

1. Prioritizing student affairs as key
stakeholders of KMTC

2. Establishing clear channels of
communication

3. By training students and staff how to
resolve conflicts

4. By training and appointing peer counselors

5. Building a peaceful culture that is inclusive

6. Setting of clear rules and regulations

V. Discussions and Recommendations
From the findings in chapter 4, there are three key
thematic concerns that are evident from the NVIVO
data analysis. These themes will be discussed here:
Students as main actors versus deep seated conflict
issues
As the data proved, the students at KMTC were the
main actors in most conflicts. This is not a negative
thing but a good sign in terms of freedom of
expression. For the deep seated tribal, personal and
inter-group conflicts, there is urgent need for
professional trainers to handle such. A key study
done by African Union on youth as peace
ambassadors give a blue print for the peace mandate
in Africa, ‘The study - ‘The Roles and Contributions
of Youth to Peace and Security in Africa’ brings to
the fore the untold stories of young women and men
dedicated to contribute their quotas to advance
Aspiration 4 of Agenda 2063 ‘a peaceful and secure
Africa’. (Chergui, AU). Students at KMTC need
this kind of peace literature in workshops too.

The administration has high stakes in handling
conflicts

The positive side of KMTC administration has been
on the addressing of some conflicts that came their
way. The outcomes could have been disciplinary or
reconciliation or resolution. The Lederach model is
consistently important for the institution. There is
need for diverse institutions like KMTC to work
towards  sustainable conflict transformation
strategies and mentor such generations of students
who can transform the world through peace
initiatives. This as Lederach notes will require
‘creation of a dynamic process involving key people
who together focus on the realities of the conflict in
their context.” This dynamism is needed in KMTC
administration structure to address not only issues

now but to graduate peace builders for the many
tribes represented.

Conflict transformation is on high demand at KMTC
From the data collected on methods used to resolve
conflicts, the main ones are short term in their
orientation and led to conflict resolution. A more
future oriented conflict transformation lens needs to
be strategically planned for and included as part of
the Manza KMTC campus. As addressed by
Foundation Coalition (2013), practicing one’s
conflict management skills leads to more successful
engagement in conflict with outcomes of relief,
understanding, better communication, and greater
productivity for both the individual and the team.
The researcher recommends the following:

1. Regular meetings with SRC, staff and
administration

2. Sustained dialogue to alleviate conflicts
and negative attitudes

3. Setting up digital peace hubs for KMTC
campus

4. Open transparent communication on all
matters at KMTC

5. Prompt feedback on any issues reported

6. Drafting and training on conflict resolution
manual

7. New research on gender bullying at KMTC
8. Conflict resolution workshops

Conclusion

Conflicts in institutions of learning are inevitable.
There will be a high need for peer counselors as
well as neutral mediators for the students. SRC need
to be trained further on conflict transformation
methods. The KMTC fraternity will require a higher
lens for conflict transformation as proposed by Paul
Lederach.
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Appendixes:
Appendix 1
KMTC Manza Campus: Current Administrative

Staff

Questionnaire

1.

2.

What department did you work for?

How are the students versus administration

relationships in your view

3.

Discuss some frictions or conflicts that you

are experiencing

4.

Share some causes of these conflicts which

you may know
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5. Are there some conflicts that are
constructive to KMTC?

6. How have you solved the conflicts at the
administrative level and does the
7. administration have a manual or training to

handle them?

8. How can future conflicts be solved at
KMTC?

Appendix 2

KMTC Manza Campus

Student Questionnaire

Year in KMTC

1. How do you find students vsstudents
relationships at KMTC?

2. Warm Caring Friendly Betraying Hostile

3. What types of conflicts have you
experienced at KMTC

4. Studentsvs Students
Administration Admin. Vs HQs

5. Name/explain other conflicts you may have
noticed at KMTC

Studentsvs

6. What were some of the causes of the
conflicts mentioned above?

7. If the above were reported, how were they
handled by respective bodies at KMTC?

8. Can conflicts cause positive outcomes?If
yes how in your view?

9. How can conflicts at KMTC be addressed
in the future?

Appendix 3

KMTC Manza Campus: Focus Groups/Students
Please feel free to share information in the groups.

1. What are some of the conflicts at KMTC and
which ones keep recurring in KMTC?Who are the
main actors in those conflicts?

2. Some conflicts lie at the administration or staff
level. How have you addressed this
at the departmental or staff level?

3. What conflicts were deep seated in your view?
Discuss them

4. Are there some conflict resolution strategies eg
mediation, dialogue, reconciliation,

that you used as students to solve issues at KMTC?

5. Do you have any other conflict resolution
methods at KMTC?

6. How can staff assist in conflicts solving in the
future at KMTC?
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