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Abstract
• The study examined how promotion-

related conflicts in HEIs are being 
resolved. 

• The data was drawn from questionnaires 
administered to 240 randomly sampled 
Faculty members, while 18 senior 
administrators were also purposively 
sampled for semi-structured interviews.

• Promotion policy documents were also 
analyzed.



• The data reported in this paper highlights 
that Ghanaian Universities have 
processes and procedures for conflict 
resolution, although the quality of the 
procedures may be debated. 

• It further suggests that ‘process’ is a 
critical factor in resolving promotion-
related conflicts in HEIs



Background to the Study
• This research takes off from the premise 

that universities  play pivotal roles in 
national capacity building. As such the 
manner issues that border on faculty 
progression are handled need to be 
properly investigated.

• Despite the assumption that not all 
conflicts are necessarily bad (Pierre and 
Pepper, 1976; Shani and Lau, 2000); think 
that conflicts can be incredibly destructive 
to collaborative work within institutions



Background to the Study

• The assumption underlying this research 
is that promotion is an emotional process, 
both for successful applicants and for 
those who are negatively impacted.

• If an employee is upset or demoralised 
because of an unpleasant promotion 
experience and as such is not co-
operative at the workplace, the perceived 
conflict must be resolved early enough to 
avoid its protraction (Billson, 2000).



Understanding P-RC 

• Conflict – when there is real/perceived 
differences in needs & concerns that 
cannot be simultaneously satisfied

• Promotion changes one’s status and 
recognition and should therefore be seen 
as a need.  Burton (1990) asserts, that 
need is at the centre of every conflict. 

• Burton explains that the denial of any 
need, without reasonable explanation, can 
lead to conflict



Resolution Mechanisms & 

Strategies

These mechanisms may offer many creative 
approaches to resolving conflict in various 
settings.

Lencioni (2005) & Biggs (1992) propose 
models that recognize that conflict related 
factors interact with a complex mix of 
factors to determine how a conflict is 
resolved



Mechanisms 

• Lencioni (2005) advocates the use of 
appropriate resolution for conflict at hand. 
He  highlights some issues to be 
considered when handling conflict. These 
issues include: (a) Environmental 
obstacles, (b) Relationship obstacles and 
(c) Individual obstacles. 



Mechanisms

• Bigg’s model is seen as ‘Presage-
Process-Product model’ where issues of 
conflict are traced to the route - The 
‘presage’ variables are the conflict related 
factors (e.g. interpersonal tensions, ethnic 
cleavages, interpretation of policies and 
norms, inefficient and ineffective 
administrative processes and leadership 
styles) which underlie the conflict. 



Mechanisms 
• posture of those using the mechanisms) to 

determine Presage variables work into 
‘process’ variables (the conflict resolution 
procedure, the nature of the conflict 
resolution mechanisms and whether a 
conflict is successfully resolved or 
otherwise. 

• Conflict resolution is the ‘product’ of the 
interactions between the presage-process 
variables. 



• Machingambi and Wades (2012) & Nnadi 
(1997) also highlights some basic 
strategies for dealing with conflict. These 
are: (a) Win-Lose  (b) Lose-Lose  (c) Win-
Win (d)

• Nnadi adds Withdrawing/ Smoothing (d) 
Compromising (e) Forcing and 
Confronting. 

According to Machingambi and Wades 
(2012), the university environment 
employs the use of  Win-Lose approaches 
to conflict management. 



• Win-Win: Produce solutions acceptable to 
all parties involved in the conflict. It also 
requires individuals to express their needs 
and ideas. This requires openness, 
honesty and facts ; where as 
defensiveness, apprehension and 
aggression are diminished. 

• Win-Lose : creates winners and losers - it 
intensifies antagonism and hostility 
between the winning and losing groups. 

• Lose-Lose: results from compromise 
where individuals in the conflict do not 
achieve all they wanted. 



McNamara (2007) identified the following as 
the major limitations associated with Win-

Lose solutions to conflict 
management/resolution  is fraught with 
bias and prejudice 

Machingambi and Wades (2012)  condemns 
the  Win-Lose approach because it  has to 
do with the institution vs. individual (e.g 
the Dean and a Faculty  member)



• Other strategies or mechanisms for 
resolving conflicts include the Contingency 
Approach s (Machingambi and Wades, 
2012), Integrative Problem Solving 
(Kreitner and Kinicki, 1998), and Third-
Party Intervention (Alcover, 2009; Volpe 
and Chandler, 2008 Antunes, Relvas & 
Borges, 2007). 

• Alcover (2007) proposes the use of an 
Ombudsman whilst Volpe and Chandler 
(2007) advocate the use of what they term 
as ‘’Pracdemics.”



• Pang, Jin & Cameron (2007) point out, 
“…it should not be assumed that one 
strategy is any more correct than the other 
or that any one approach represents the 
truth about conflict management/resolution



Statement of the problem

• There is evidence that conflict has been  
part of academic life since ancient times 
(Holton, 1995). 

• Hearn and Anderson (2002) contend that 
most research on organizational conflict 
have been conducted in non-academic 
settings.



Statement of the problem

• Conflicts that emanate as a result of ill-feelings 
negatively affect work performance and 
therefore should not be considered as personal 
problems that victims must personally address 
Hanson (1991),

• Given that conflicts usually engender strife, 
feelings of resentment, aggressiveness, tension 
and hostility within an institution, it is important to 
investigate and improve on how faculty 
promotion-related conflicts are resolved.



Purpose of the study

• This research examines the purported 
resolution of promotion-related conflicts in 
Ghanaian public  universities



Research Questions

• What are the mechanisms for resolving 

promotion-related conflicts in Ghanaian Public 

Universities?

• What are the inadequacies or shortfalls of the 

identified mechanisms currently in place?

• How can the mechanisms be modified or 

improved to enhance efficiency in the 

Universities?



Methodology

• The mixed method approach - adopting
quantitative & qualitative methods to compliment
each other (Creswell 2009).

• Research Inst.s: questionnaire, interview, and
document analysis.

• The study involves 6 Ghanaian public
universities

• The sample population is 258 Snr Members
• 240 Faculty were randomly selected & 18 Snr.

Administrators purposively selected.



Methodology
• Sources of data

– 240 Faculty members- randomly 
selected

– 18 senior administrators – purposively 
selected

– Document analysis

The data was  analyzed  using thematic 
coding and descriptive analysis ( SPSS 
including  percentages, mean & standard 
deviation) 



Summary of Findings

• Procedural Appeal System(PAS) is the 
main institution resolution mechanism

• Other mechanisms including withdrawal, 
confrontation and  law court are preferred 
by Faculty

• The  PAS is frustrating because it may be 
used to cater for personal scores

• delays in resolving  faculty promotion-
related conflict



Summary of Findings

• Existing institutional mechanisms for 
resolving faculty promotion-related 
conflicts need to be improved to cater for 
the dynamics of conflicts. 

• Faculty and administrators together are of 
the opinion that there is the need for 
transparency, fairness, and honesty in 
faculty promotions; 



Summary of Findings

• Some suggestions made by the both 
Faculty and Senior Administrators for 
improving the resolution mechanisms for 
faculty promotion include the use of 
effective communication, alternative 
dispute resolution and an independent 
body to oversee the process of appealing.



Summary of Findings
• The preferred strategies/approach include:
• Contingency Approach
• Good Communication Skills
• Positive Attitudes that support climate of 

openness,
• Non-Prescriptive Strategy
• Conflicting parties should be dealing in 

good faith and in truth, and the use of 
alternative conflict resolution to avoid 
persistent conflict and unnecessary 
litigation. 



Results-RQ1



Results

• Faculty in practice resort to other 
alternatives including confronting, 
smoothing and withdrawal; for resolving 
promotion-related conflicts

E.g. Rather than using the Appeal System which is what 
the policy says, Faculty tend to resort to other 
methods like  the law court, confrontation with Heads 
of Departments, Deans and we the Senior 
Administrators (Senior Administrator 2).



Results – RQ2

• Faculty do not to use the Appeal System as 
a result of perceived inadequacies including 
delays, communication lapses, lack of 
transparency and absence of clear 
guidelines on facility promotion modalities.
– The proper procedure to follow when you 

have an issue with your promotion is to 
use the appeal system, however if you 
choose to path with that, it yields no 
results and you end up even more 
frustrated (Faculty 57).

–



– Most faculty tend to think that it is not 
possible to change  decisions taken 
earlier so using the Appeal System is of 
no effect (Senior Administrator 4)



Results – RQ3

• Improving resolution of FPRC
• An independent body to oversee the 

process of appealing.
• Transparency in  promotion processes
• Clear guidelines on modalities 
• Effective communication 
• Reducing delays 



Significance of the Study
• Although there is substantial international 

literature on conflict and conflict resolution in 
general which could provide valuable 
information for others (The World Bank, 2005; 
Volpe and Chandler, 2007), there is very little to 
find in relation to faculty promotion-related 
conflicts. 

• They add that Conflict resolution works better 
when its environment specific (The World Bank, 
2005; Volpe and Chandler, 2007).This work 
offers details regarding the specific instance in 
Ghana



Significance

• This research will add substantially to 
existing  literature in the field of 
Educational Administration – ( space for 
debate and discussion of conflict 
resolution processes in HEIs in Ghana.

• The study will hopefully prompt more 
researches in the area of administrative 
conflict and conflict resolution in general 
and faculty promotion-related conflicts in 
universities in particular



• Besides the results of this study will 
provide a rich source of material and 
framework of analysis concerning 
promotion-related conflicts in Ghanaian 
public universities. 

• The results of the study will draw the 
attention of policy makers and other 
stakeholders to various issues in the 
conflict resolution processes; and possibly 
offer proposals as how to address 
problematic issues. the review of conflict 
resolution procedures. 



• The critique to be offered in this study will 
most likely provide a point of reference for 
higher education policy reformers in

• This pioneering study will stimulate others to 

venture into the area’s a pioneering work and 

in the field 



Conclusion

• The Appeal System is the mechanism 
instituted for resolving promotion-related 
conflicts in Ghanaian Public Universities. 
However,  it seem not to be working

• University Administration need to 
understand that resolution of intra 
organizational conflict  is both a process 
and the product of a process.

• Non prescriptive & Contingent Resolution 
mechanism work better



Recommendations

• The NCTE and Ghanaian Public 
Universities should organize seminars, 
workshops and conferences, on 
sustainable basis, to discuss conflict 
resolution in general and promotion-
related conflicts in particular.

• University Management should provide a 
policy direction which is contingent in 
approach and transparent in nature.



Recommendations

• Faculties and colleges should have a 
resolution expert to redress conflict at that 
level to avoid escalation.

• Management should ensure that Academic 
Board decisions pertaining to promotion 
policies reach faculty members and 
administrators in good time; and also 
through the appropriate channel.



Recommendations

• Universities should create a conflict 
resolution desk/unit in the DHR to take 
care of grievances, tensions, 
misunderstandings, that emanate as a 
result of promotions. This unit/desk will 
monitor parties that were involved in a 
resolution process to ensure that they are 
not harbouring ill feelings and the decision 
taken does not affect their productivity. 



Summary

• The paper reports preliminary findings from 

an ongoing research analyzing the Resolution 

of Promotion-related Conflicts In Higher 

Education Institutions (HEIs). This paper 

sought to understand the strengths and 

weaknesses of the processes and procedures 

with a view to recommend ways of improving 

the resolution of promotion-related conflicts 

in Ghanaian HEIs. 
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