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RESEARCH FINDINGS

X
CHAPTER FOUR @
» 3

\%
NY.

4.1 Introduction \Y'
(N
This chapter consists of two parts. The first part fovﬁon% ati\ﬁ}l.hdings,

Yv

which answer research questions | to 4. The sec Mof tlﬁ chapter gregs attention to

the quantitative data analysis. It focuses on hypo slto4 O

4.2 Data Analysis \ l :: i;éff

This section begins with the int%l n of‘t. p F'EZ& who had participated in the

qualitative data colleclion.&\*he @I“ présent the qualitative findings of the

&
research. c\ i [ (‘9
4.2.1 Descriptive £ha terigtis the cipants

:
k4

&

The participafgg 10" the qualitative dat™Nanalysis were 12 counsellor trainees who have

comple ’@ir course works as required by the Guidance and Counselling graduate

progre the 12 participants, nine were Chinese and three were Malays. In term of

genders, four were male and eight participants were female. The average age of the
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participants was 27.25 years old. One participant majored in guidance and counselling
and three have a minor in counselling at their undergraduate level. In terms of pr?%
experience leading groups, all the participants answered “Yes”. Their group 5%\’0@5

included leading guidance group and counselling group with children an%ts. Two

participants had conducted group counselling in the hospital setting \@;r patients
and the support staff. four were volunteers who conduct chil renYUup activities in
their hometowns, two had worked with the homeless, and t@m@fﬂducted
group works with school children. All the trainees have vofateered td par iiat%c') is
[

study and were willing to share their experience d wigh 0 ictsvy group

N
counselling. The detail information of the participags is g
Table 7: Brief Description oftMter i

Participants Age Gender Et

A 26 M Yes
B 26 M\ ) Yes
C 26 & Yes
D Q) I / Yes
[ It Yes

AN, 28 F i Yes
05 26 M Chinese Minor Yes
H 35 F Malay No Yes

] 27 F Chinese No Yes
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J 28 E Malay Major Yes

K 26 F Malay No Yes \z
L 26 F Chinese Minor x& 3

Following is some personal information about the participants. Parti%z was a 26

year-old Chinese male. He was an active member in the Buddhivety. He often

volunteered to help his old school with student progra e Wad preri nce in

organizing events and giving motivational talks to sch@gl studeng. oﬂd@d

counselling groups with groups of problem teenagers. He dit €gsy o gpathiz® with
N

—r
)
(¢
eV
(¢}
o
=
[¢]
[¢]
-
=

counselling.

>

5

Participant B was a 26 year-old Cl’% male™Ne Jhad rience leading stress
. Ny .

management. anger managemelt amgyl’ grief grou ro@e psycho-educational and

counselling perspectives. His group periqé V({@working with school students,

university undergraduates Mosp't in ents@outpatients. He was interested in

| (O
helping clients develop %n\l Igtu$ o oﬁtraﬁ@id have new perspective to life issues.

Lo —

Group works enabjd hthe to e }e ind@duals at a time compared to the individual

counselling. \A $’

Partici %s a 26 year-old Chinese male. He enjoyed leading groups and had

experit 'orking with school children during his university years. He believed in the
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group power to help members come face to face with their real self. Only by doing that,

N

Participant D was a 27 year-old Chinese female. She worked part-time as assva’ning

instructor and did volunteer work with the non-governmental agencies T her free

according to him, individuals could move forward in their life.

time. To her, group was her source of knowledge about people. erowed her to

learn about human attitudes and their coping strategies to everyd if%robhem.

Participant E was a 25 year-old Chinese female. She condycted

oup co ing\vhh

ulfilling. $he lkec’i vésrking

with the youngsters. particularly in guiding them to glve l'\welopl é??a’l issues.

Through the group process, she believed gr@

awareness and become more positive in theigglife. AN
>\,T &
. 0 o
Participant F was a 28 year-old Chmﬁ& ale. Se h e@ e conducting group

counselling with university students. antgd to 0 make positive changes in
'S
new, }

their life. Even though she was 1 e was § J@pout the counselling profession.

During her free time, she& do Ame lunt%ﬁwork with the non-governmental

N
agencies. She would co%\os w??fleﬁgcr{ence working with groups for advice

and new ideas to impr erc? seldin ski{}
Y
ﬁ >
Participant \V 26 year-old C?fase male. He had experience working with

chror@tiems within the hospital setting and problem students. He enjoyed

school students and discovered the experience to be s

groupgork especially as they provided the opportunity for him to bond with other
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people. This bonding experience, he stressed, allowed people to feel supported and

appreciated by others, which then led to positive changes in their personal life. Y.

Participant H was a 35-year old Malay female. She had several years Ftaching
experience before continuing her study in counselling. To her, the know?and skills

she acquired from the program enhanced her understanding of othw le. Through

group counselling, she learned to help others, and at the same ths%azed irsight into her

own life. Her volunteer work at the orphanage opened her ey@go the mWsibilities

X
of how she could help the less fortunate. é ' @*
4 b ¥

‘r Ny
Participant I was a 27 year-old Chinese female. She had §tend x\eral spiRmally based

camps during her university years and disco@sou
enlightening. She valued the group expgfience sl&?‘ 'ébool children and
- , o
&%ectg - c‘%v

teenagers. To her, group members wer no 0 % as before and might
be in the future. They formed pans%. riing @elping them solve their
personal issues, she, directly an% ctl %aj‘;rt&rlgn touch with her own issue.
The experience helped her g&}gxona' aw\nessaégr vulnerabilities and strengths as

N
a person. \ ¢ | (')(J
C-) ’
Q- ¥
Participant J was QE) ar-o er@. She had worked with groups of school

children and w )ty students. She @yed helping others deal with their problems

K

because whg . were happy she also became happy.

<

Participagwas a 26 year-old Malay female. To her leading groups was a quite

challenge. She was happy to see people change for the better. Even small progress group
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members made in their life was enough to make her efforts feel worthwhile. Her role

model was her school-counsellor aunt. She often consulted her for ideas and su@

whenever she conducted groups. %

Finally. the last participant, L, was a 26 year-old Chinese female. She WEWO become

a professional helper. To her, conducting group provided a two—wax le opportunity

for her. As she shared her experience with the group, she also le m 'heir sharing.

In brief, all the participants had developed passion for th unselli pr\sé(io'n@ey
)
ke gress‘u'n hej life.éﬁey had
N

r\‘ong t@cess, they
ané‘otivation. They

@Ngroup counselling
o S

T

enjoyed working with groups and helping members ma

experienced the power of group in initiating changgs in |Cm
also observed their personal development in t\%:lf—awa

hoped to become competent counsellors \%were a

effectively. e
4.3 alitative Data Analysis
4.3 Qualitati y c ? l 0

'
The data for the qualitativ’egwsis w'as\ined fi semi-structured interviews with

7

.

12 counsellor trainees

%
the G'm Ialk(%@bunselling graduate program at the
’

1es, P[\/A’T e da&&ollection was analyzed for the emerging
PPJ

s
themes and subt:‘n And was rte{?y verbatim from the interview transcripts. See

Faculty of Educatio

, =
Table 8. Th ~\quc experience of the tfainees was explored in the data analysis. Part one
%15 t

indings addressed the following research objectives:

of datadgpa
1. iplore the counsellor trainees’ experience with conflict in group counselling.
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2. to explore the counsellor trainees’ conflict management strategies in managing

conflict in group counselling. \Y.

to explore the counsellor trainees’ attitude towards conflicts in group %lmg.

98]

4. to explore the counsellor trainees’ perceptions of group leadgrship Tunctions

during conflict in group counselling. V

Table 8: Research Objectives, Themes and Subthemes of the i azve [iata Analysis
k\f
S¢bthe ¢ o

Research Objectives Themes

To explore the counsellor Definitions of conflict reementfin ide ' 0}‘
trainees’experience with 4
conflict in group counselling Triggering factors nterpgedietiy, beha e

rsomality

Conflict developiffer \&'%Sp C@b ehaviours
f nsieap haviours
o share
S Lofyprogress
To explore the counsellor Conflict
trainees” conflict management | ird party
Group

slralegies in managing
s \ Q‘y Attending skills
\ ' Confronting skill
& ‘*? Blocking skill
L)

conflict in group counselling.
Facilitating skill

Activity
Personality assessment

Negative emotions
Overt expressions
Physiological changes

Conflict scripts Conflict as resistance
Conflict as weakness

Conflict as failure



Conflict is growth

Behaviour component Stop it
Ignore it

Become quiet c\:

Turn aggressive

Analyze it
To explore the counsellor Group Leadership Leadership skills
trainees’ perceptions of group Personal dispositi
leadership functions during T
conflict in group counselling Leadership roles As a leader

As a catal
X

Leadership functions

4.3.1 Research Objective No.1: to explore the coun$

o s s Yv
conflict in group counselling. Vz 1 E
M?

ns no Qere (1) What is

Twelve counsellor trainees were asked two

your definition of conflict in group cou at our experience with

q
conflicts in group counselling? The fi tlon e dt mees definitions of the
word “conflict™ as it relates to oupzounsel dltl@ors triggering the conflict.
z ? s :
I £ iencg’With conflict as it happened in the

The second question e,\plore;%t ine

group. For this lescarch®

conflict, (ii) triggering ¥ac d it

=

es e@‘ged which were: (i) definitions of

cﬁnﬁj?development The question hoped to
\
capture the meani t onflilfts ,nderlsl}g causes that led to its occurrence and the

N3

trainces expe \A ith conflict. {')
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Definitions of Conflict

Conflict may encompass verbal and nonverbal behaviour. It can be about or”&oal

being blocked or it can involve differences in perceptions. Under this % one

subtheme “disagreement in ideas” was identified. Y
Disagreement in ideas V

In a group situation where individuals from various back get tb@ato share

. : - . ®
their issues, disagreement in ideas and perceptions are bou o happgh. In c]ouréﬂ)x;ng
group where sharing exists at the personal level, digggre®ment afhQng fmemb¥s could

\ V
casily trigger conflicts or personal friction betweesgtheg¥. S aine served that
conflict was related to differences in perceN’deas, iss va@ attitudes, and
experiences. % \57
(] “
Every individual in the group is unique iffereni™ eanﬁﬁ{her, and it is normal for
e
counsellor trainees to expect ¢ 1ictgo happ‘ @

n. Ahdy g8 number of group members
, - [ <
increases more difterences nw) e i \h&&( Partjiplnts A, C, D, 1, F, and L shared

S
P

%

their definitions of conﬂi\&

Disagreemenjal heJconflict ug_gounselling refers to a narrower ferm
compared e aersghal codliet.  To me, conflict in group counselling
refers 10, greeme dhveegmimembers or disagreement about the issue
discus . Group counselling?bnsists of a few individuals coming to join the

sessiomgAnd all of them leadhlifferent life and go through different experience
wey view things. That is why conflict happens. For e;cample, these two
Wy iembers who were raised in different environments, one was raised in a
Kirict family whereas the other grew up in a lenient family. So, when they

Weussed the topic on how to raise a child, both of them will have a conflict on

O}
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that issue because of their personal background and experience. (Participant D
80-81, 87-92)

It refers to the misunderstanding or wrong interpretations among C'BUP
members and perhaps the group members with the leader. (Participc@92 )
I think, conflict in a group involves more than one individual. Rgigignt people

have different values and opinions. For example, seven people w have seven
values, or they will have different ways of looking at thinwn the group.

(Participant F, 54-36) Y~
As a whole, the trainees defined conflict as being the disagjgement in dea\pgc'ea’\th,
and values, and experiences between different indivi ] wadab — one’s
perception or one’s value against another person. onfhz in \ore ngane person
and is very likely to happen as the number of @] ;

Triggering Factors %% 0%\1§

q
: . \ &
There are several factors mvolved‘i th crilt' ) CO@ These triggering factors
could be one’s verbal expressio% iOUf?nf:;ﬁ%]zbhey could be easily observed

during the interaction or \/&qlbedie

subthemes have been M leg W
personality differen if) explfessipn pf
. i .
(v) discussion 0Rge e issue, “df‘V'QmmPetem leader.
A Q

w
5
<
S
=)
(¢}
:"1

(l_) counterproductive behaviours, (ii)

ive emotions, (iv) communication style,

Counterpro e behaviours

It i;@ble that differences are the source of conflict, but how the discrepancies

provoke conflict may not be similar in every situation. The trainees identified several

counterproductive behaviours that accompanied conflict episodes. Participants B, I, and



196

K highlighted behaviours like challenging other’s ideas, using strong words, and

imposing one’s values on other members as the behaviours that could easily s@

frictions in the group.

When there is an interaction between group members, a contradic’ti%erms of
experience will take place. Someone may challenge certain r rs or do
personal attack rather than talking about the issue. That’s w cogflict happens
in group counselling. (Participant B, 91-94)

From my experience, when some members started to s
way,” or “Your way is not correct,” or “Please list

[ think conflict is in the group. (Participant I, 68-70 ® X
o o | &
Conflict happens when there is conflicting ide " values. @nc*Persoffwies to
impose his value on another person. This per) ul, ngt Dl b@_use she
also has her own value. So, conflict happgns uCn onxson c n’t accept
another person’s value. This also can ca Nlic in\ itgel (Pgrieipant K, 98-
101) \ 2&
Another participant, 1, mentioned that want% do so \h*m% ‘ﬁ%’t from the routine
Py N
: : )
could also trigger conflicts. As group d, the grogp lo ained its autonomy as
an entity of its own. Members Staftewbve ifleas OW®Y wanted to run the group.
I
This new idea might go agams%structw&oej;isb& by the leader, and thus may
trigger conflict. 'K\ '

N
We are differe ?th&Jthey didn’t show, they just followed.
oQigg the leader was no more correct. They
oigd@out. At the point when they voiced out that

0R2)

=

———

~

But, at some gmyjnt #hey o
have their ghv ni i fv
i

was the cu (Participtint
N
Al G

are not promoting Ygroup cohesiveness, which run against the

Behaviours N
li n& of a supportive social system may create friction within the group.

estab
Mem me with the expectations that they all would be able to work together

regardless of their differences. Yet, certain negative behaviours by some members might
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ward off group progress. When this happens, they become restless and start to retaliate,

thus open the door for conflicts.

Personality differences 3 )

Every member brings into the group his or her own personality. P, rson;ity refers to
dispositions or qualities of a person. Personality influences o e’s?!hs and attitudes
towards other people or object in the environment. Partigi S, w, and F

described how diversity in personalities provoked conflict. .\Y'
)

@

Conflict happens because in the counselling g the‘w re 1any§}pes of

personalities.  Furthermore, their thoughts a perkwr{ bould different.
onfhgt will_ Awpen.... The

When these thoughts and experiences meetgogeMer,
1

kinds of personalities that can create eresgye; narcissistic

ant € ¥8-90, 152-153)

unwillingness to change, and involunlcN ts. (Partig

A group will have a conflict whe lves

perceive the group as havin ct Mhen

cooperative or member whox to J. E#; member has different
. (!

characteristics. Maybe one it others may not. Or, a

T a
member says she feels tighs wag but oirs ifferently. The member who
I%C e

thinks he is right or a n who ipgcid ig his Thinking. When other members
speak, he becomes dcgve. IL 3 not Gctpt other people experience. So,
when there is a "1‘& o O’Yﬂizgay happen. (Participant J, 88-90,
103-108)

\
N
\ ¢ I (,)(J
. . 4
Some personality ciiifcigfisticy m ork(ar or against the group goals. Having
i

members who ar;wn their tlinkfg ogwho are not open to different view may pose
C

=
quite a challe&) the group and the

der as well.
On the and, thinking that other people may share similar experience, values or

AN
rénbers. As a leader, 1

;i dominant or non-

perspective could also create conflict in the group. It is like not acknowledging the rights
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of members to lead life according to their unique personality. The situation is best

[ mean less understanding between group members and one person dos%\vant

to understand other people. They think everyone is the same. Usuall IS Tl
conflict. They think everyone is the same. They think that whe andle a
problem, everyone will handle the problem the same way. So, when Kat happens,
there will be conflict. If they accept everyone is different and the they handle
problem also different, there won't be any conflict.
understand that and they’re not aware that people ar
conflict. (H. 193-199)

described by H, who said,

en they don’t
e, flere will be

. o

Another observation regarding personality has to ith the Jrat ofl pé(g?onal

. ’ b

development experienced by group members. Some mws \.q,u g to f@'the risk
com{art zone. These

Qo
O

differences in motivation was observed by p m}t “KS A
[ think conflict can also happen w ;e Hgve sor,e pe@ who want to move
d

Jorward but some people who &Y, Thepganyio kfi o their comfort zone.

They didn 't want to share. (C‘ i93— 7) ‘ N
Certain personality characterisl% be a“ hre })l g@b work, which requires the
vj &

members to show SuppOl@Clﬁll 'b Yours, ée’nness to new experience, and
W1 O

bso inki ‘%out group members like assuming

@ ’ (ﬂ

im pr Myr §r be&ﬂ/ing they all share similar values may
NV

N

and make changes in their life but some prefer to % wit

willingness to change. Hs

everyone is differer

provoke conﬂicl:%
Expression éxmi ve emotions

Besi th@¥differences in ideas, opinions, and values among the group members
¥

emotions can also aggravate conflicts. Negative emotions, whether they develop within
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the group or carry over from personal experience, can cause frictions in the group.
Members are normally not comfortable with expression of negative emotions wjithif{the

group. Participants A and K shared their observations of how negative emotill%ected

interaction patterns in the group.

Emotions also can create conflict. When one of the members angry, his
lffected by this
diitress because

they had different point of views. (Participant 4, 87-9 \g

anger could affect other members. Their emotions were
member. They could not be calmed down. They got emdfign

Conflict in group counselling is more to personalgeonfli®t. Maybogpentb ;’de
d to gis Jb heir

experienced being cheated by friends or member:

dissatisfaction with their friends. For example, sMaghas gpc nfligt be(?use her
friend has met a new friend. So, all the con e b dPs experldhced are
discussed. To me, that’s also conflict. Friggati®n cnY he ¢ of conflict.
(Participant K, 80-85) &
Emotion is contagious and it can affect re than eT : M\embers experience
certain emotions as reactions to what ha ifithe ip aEc;D\ell as from events in
their personal life. Members become caSy u theepinions differ from other

members or when they have um%zconﬂi outfidé th&roup.

\ i :I (—)
Communication slqu’ Tegd to the werbal anUonverbal sharing of information among

3
group members. S mring’c ’c a@? one’s experience or idea relayed through
A ke '
¢ MGRpression. Open communication allows for two

certain word‘\ ition or nonverbsz

ways shasm ween members. Members feel safe and secure to express their ideas and

feelt netimes poor communication style is being observed during conflict.
Members feel threatened to express their ideas freely. This situation triggers

uncomfortable feelings or misunderstanding among the parties involved.
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Two participants, E and L, noticed that lack of communication between members led to

misunderstanding, personal judgment, and finally conflict. When members did notw

clear the air, they gave others the freedom to interpret their stories. Particips%lared

her experience with the incident. She said,

In the group, of course the members have different kind of op Cr ideas. Let

say a person has a very contrasting idea with “this person aybe conflict
happen benveen them. And, the misunderstanding betwedg tho is actually due to
lack of communication. Maybe the person says somethin no, h',’l person gets

the wrong meaning from the person. (Participant E,

The use of strong words or expressions is also dominant g conflic 4]1&6,5 use
strong words to force their ideas on another person. Y™jp=glso t to e one’s
superiority over the other. This style of communj WIeatﬁ feglihgs o&gumy and
anxiety, making the group feel uneasy. Participa and | sha thei@%ervations,

3"
=
3
U,/
og

/})n during a serious

vords. It ?amse e conflict to develop.
ﬁk

Sometimes group members gave

situation and they used some 4
(Participant L, 92-94)

From my experience, when mglbers N

“Your way is not correc®; ‘Pleas
a

conflict is in the g1 OU&‘SPI I(,lq
catl

Certain style of commu

ample time to expl QO' the
i wh

Y, this is not the way,” or

AR
I&/ r way.” That’s when I think

the communicay e pen, interaction is abruptly stopped and
S

members sta uneasy. ~

Discus ensitive issue

Another participant, K, shared that a leader who allowed discussion of sensitive issue

might put the group on the precipice of conflict.
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If the group does not touch on sensitive issues, the conflict will not happen. If the
group discussion only focuses on how to find jobs, and it does not undereskjgugle
others. conflict would not happen. But, if they discuss about somethingge™Qus
and members start to have some negative perception about each 3\ en
conflict may happen. (Participant K, 113-116) ﬁ

Discussion of sensitive issues could easily spark outburst of emotions. Wive issues
have to be dealt with cautious because as sharing among memlNecome more

personal, judgments and perceptual biases might start to form Quiths thelgroup. These

judgments could work against the goodness of the group an se tl WS to feel
@

uneasy. é ’ .SY.
4 N

Incompetent leader Vq \ Y\.’

Finally, participant H shared another valuabl(NJation. Shgdhoted <<t differences in
\ _\
\ gt é)@ly appropriate skills

(]
. . : d
to engineer the argument into a cor& ve wofﬁ, then conflict might
happen. N
N
Maybe the group member,

are._isouslind &hout something and they are
quarrelling. The lea \"awar'f 0 confl ut does not know how to handle
it. That s a conflict, M car rshgonflict. Or, it can be conflict that the

members bring an sepveSgndlthg

that. (Particip, 1y5-74) s ¢ 5
NS

% ’ f 4 4\
Counsellors who ka he knowledge alz:i)\g(.ills of how to manage conflict constructively

\lrcady bad situation. Wrong intervention by the leader may cause the

—X

opinions among members were normal b lea

der also doesn’t know how to tend to

may Wworsel

conflict Ortinue. Sometimes this could lead to a twist in the situation. Instead of the

conflict B¥ng between the members, now it is turned into leader-members conflict.
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As a whole. the trainees shared their observations of the triggering factors that might
precipitate conflict in the group counselling. The factors include counterpr@
behaviours, personality, emotions, communication styles, discussion of senst 'hues,
and an incompetent leader. These factors are the catalyst to misundersigagigs, wrong

interpretation, perceptual bias, and negative judgment made towards r embers and

towards the leader. Y'
Conflict Development \d.

Conflict development refers to the progressive develgpmeMgof cqpflfct i th group. It
Y,

r ctio@{ems, and

th@‘ﬁup is having a

reflects the changes in behaviours, emotions, groyg dy miﬁ’

the group progress as a whole. To understand e&;’a mem

conflict, the trainees observed the behavi%nd emo\mﬁgw p&%g portrayed in the

N
group. Since different individuals react%re ]‘§, du gc(@a, the trainees looked

N

and (iv) lack of progres \ 8 | (J
2.

O
Disrespectful behigu b g f

Y S
During con Nn ividuals have the Yendency to engage in disrespectful behaviours

4

towardggomyanother. Disrespectful behaviours are the behaviours performed with the
intent cause embarrassment or to degrade, or to make the other person

uncomfortable. These contemptuous behaviours include talking with loud voice, using
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strong words, making degrading comments or behaviours, attacking others, leaving the

group without permission, and invading other’s privacy. Participants C, H and

some of the disrespectful behaviours they encountered in their groups. %

N

with the intention to work. They formed their own group in the grol¥ Regardless

Members do not want to work. They just want to play because zhgij éid not come

of what I said, they still supported each other and contin talk among
themselves. Their attitudes and voice intonation were not in ny When one
member said something, the group attacked back. Th r something

small to attack and they looked angry. When other rs po % the
want to listen. Sometimes they physically left the group. tic an

did not

.
From facial expression. Sometimes I saw them . ¥The whol cl c&ic%ged
and they said something at the back. Maybe {he isperg her_IRgmbers
And I knew that she didn’t believe it or she didn¥like t ent. .x0, 1 knew
that something was wrong. I could see fro up, SON quite slow.
When she talked, she was like Ialkm W an iﬁnd would say
that, “Wei, louder please. Nobody can So ne, I knew she

didn't like it. Sometimes when she is zng 1h,
away from her. So, I knew son i

dza’

rab it and take it
t like her. And, they

1et
were not trying to understand Ven th h I s%ed@m to. (Participant H,

101 — 103, 104 -109)

Mostly from the words ut jro Sometzmes i % tae
forward and some people

“you should”, “you J Ihus

straight

coyd n% 7 WI@Uvould use some keywords like,
the ote¥ person felt uncomfortable. They

would talk in loud leam 1 rd wllYheir eyes wide open, staring at the

person. Just hk' §

suggestions (0L
and “this”. Ng
ego kind

.edon

Furthe Tsrespectful behaviours could be seen through the member’

iy
mg, Lalyy Q;coldmg. In the group, A gave some
Ive Igs pr dto B, “You should try “this”, “this”,

ues and perceptions. If B possessed some
cterz i youl t take advice and suggestion in such a firm
he would reject because B thought A was

s direct

objecC the trainees’ suggestion, or one’s manipulative behaviour towards another

member’s sincere gesture. Participant A felt confronted by the group when his idea was
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blatantly rejected by the members, while participant D saw the art of questioning being
manipulated to serve one’s needs. Following are some excerpts from their sharing. T

Sometime it is very obvious. For example, when I asked the groy, iScuss
certain issue and the other member directly disagreed with the A was a

direct confrontation. (Participant A, 112 - 114)

Question. Normally, when one person is sharing after a ques
questioned wants to hear her personal opinion. But, the o
confronting her, and the third, would be saying directlfaI\{isagree with you.”
Normally when a person asks a question they are 1 By \when there is
conflict or disagreement voice is slightly raised. The thdy a stion is a

bit rude but it does not happen all the time. T ing is fhat
question, they will voice out their personal agew.
0

interested in the answer. The question is a m
thinks. (Participant D, 97 - 104) Q

©
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@[essive behaviours,

N

objection, and being

=

forcing one’s idea on others, formin%oupgﬁ ma i
manipulative were coumerproducti\ﬁ Mm t rapeﬁ&nvironment in the group.
When these behaviours becan% f the“ rou ‘gg'nhacs, they prevented the group

. . | &
from forming a caring. S“W&M andlel C en@mem o1 fhie ienbers.
N
; ; \ ’ | @)
Defensive behaviours 2 %)

Q= &
Some counsello ws read tRgighs @ﬂict through the group members’ defensive

0
=
behaviours. icBants F, K, and L dwscribed the defensive behaviours as the members

resisti:’ xtended to them by other group members. Participant F shared her

expe dealing with defensive members. To her, the members tried to protect
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themselves from being hurt or from seeing their weaknesses through lack of eye contact,

closed body language. and used of sarcastic words. She said, \YV
When they voiced out their perceptions or values and they Irie :%/end

themselves. Or, they disagreed with another person who has differe e from
them. From facial expression meaning not happy face. Their g too like
crossing their arms in front of the chest, and staring. And, somZpeople Just
listened but not looking at the person who was speaking. No rew... 1 saw this
kind of person in the group. They have different thinkingg Wi
group. it would be hard for them to be together and di

ey came to the
me’of the topics
ge and

donft thighehet xo |

they wanted. They would be arguing with one anotheM
the way he or she talked using sarcastic words ke

disagree with that”, or tried to reject or defend an pers efar@ in
one session, we discussed about conflict managenitwg, So, ny ringr and Lusked

and~ggw they

the members to share, how conflicts happe wlh\v\h;
managed the conflict. Then some of the ggoup¥ner 1ced how they

up,
managed their conflict. Then, one of the gcwifiem think that 1
have any conflict. I value individualistiONg ) the rest ¢ g members Just

}
kept quite. ... So. he came into the gy “PNI”’ ! hd kg, nd didn’t share
anything. He did share on general not > In a’o@! (Participant F, 64
— 68,6978 80-81)
Defensive behaviour can also i% t T gh %\ber’s tendency to be
argumentative and reluctant to% her’s opi c1pant K and E shared their

experlencw

Maybe from the
who asked for

ake some time to think or would frown. He
yanted to argue with the person. “What do you

NG Yis shaking his head. The tone of voice increased when he is giving his
ion. Or. the way he responds to a question. For example in my group, A will
say like “this™. but B will say “so what if things happened like this?” Then the
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tone of voice will increase and the way the person answered it surprised me.
(Participant E, 75 - 79)

Sometimes, body language could be the clue to direct the trainees to focusgen ain
group members. The member portrayed his rejection to being part of the g %ynamics
by the way he positioned his leg while sitting. By positioning his legs o ¢ the group
circle and refusing to discuss his issue, he was like building a wall Nim against the
group. L said, %

Sometimes, legs also could be the main clue for m@gie was ittin®in thisair,
but his legs were positioned away from the . 1t is Rl @boilt body
a

Jlanguage. If his legs moved slightly outside, I‘iz  he v

was being quite defensive, meaning he has confRet in up. Hg s not dare
(o share or talk about the issue, becaug was havin co@ whether to
share or not. If possible, he wanted to % mout st ﬁhere quietly for
the whole session. In the group, we &m der. in& ! everyone must
share and no one can be exempted. @'cipant 9 KL
e : P N
Another way the members could be ensively i ﬂ]e@ﬂp is through showing

certain offensive facial expressionv be scomm]’ will automatically

reflect one’s feelings about the 1 i a{]gq and G recalled the offensive

facial expressions the men@owec’ to eagh ot

I ring conflict. Following are some
&)
s S
From the &K'ﬁzci [ egprlssialdy Somehow I could see when we discussed
the care %opmeﬁ.t el vwhegBer parent should decide on their child future
career, n member A said could not strongly depend on parent and we
ave our own idea. 1" Wuld see another member reacted strongly to the
¥ Her face would suddenly give an expression. I asked this member why

ve this type of expression. I could feel something is developing in her
' (Participant A, 106 — 111)

excerpts from participafts dG.e

From the members’ body language and facial expression. How they talked to the
person and how they expressed their ideas. Their emotions were quite tight and
angry. They had fast breathing rate when looking at the person, or they looked
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uncomfortable when looking at that person. His facial expression is angry and
uncomfortable, like frowning and the mouth ... it’s like smiling or laughing
person’s incompetency, and thought what the person said was n% d

(Participant G, 92 - 97) c

During conflict, facial expressions serve as a valuable indicator to unders*who are

involved in the conflict and how strongly they feel about the situation. Thos§who display

N\

offensive expressions are usually experiencing some strong nega lings as well.

These feelings like anger make them appear defensive whic@thw getting
them. ®
closer to them *\Y-
Q)
L 4

Reluctant to share \ \3.
In group counselling, members are highly encox@ﬁ) s 1 gl co(&egns with each

other. Sharing should be done willingly

.Q)unsellor or other

ithout® f fi
NBAS
members. Members who have volunteere in @he ollp w@ usually be ready to

e r@tant to share, participants

<

B@iced that when certain group

member was obnoxiously whe@ : gy’refusing £ apen 0 s entish
1 roug AQQ Y Pattici d N
quiet throughout the scss\a 101p' ’(—)(J

c’) . 4
From my ex;%)ns handlinzt gr@ the moment a member is being labeled
> 50 ld j

discuss their personal issue. So, when so

as stupid | n o ee qé?t And, then the members would start (o
gang up. Qo se who arc%’ sinRtar thought, they would be in one group. And,

they. /2\ gainst the other gx@.’ (Participant B, 117 - 120)

In anothciesea 10, participant | discovered that conflict could cause members to cease
doindase! {-¥plection during the session. They retaliated by giving superficial responses
which devoid of personal meaning. They talked, as it was required of them, not that they

sincerely wanted to. Participant | said,
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.. they are hardly to open up. They spoke for the sake of answering the
counsellors’ questions. You asked question and I responded. They did not

reflect on the questions; I didn’t feel that. The feeling was just not right. t
describe. When [ sat down, I just felt something was wrong, but could ndJg&m/y.

(Participant I, 95 - 98) s

Readiness to share is important in group counselling. When individuawe to be

members, they accept the responsibility to participate actively. So, wheNnbers refuse

to open up or when they feel compelled to share, the group is n g a Tfe place for

members to be themselves. In other words, their reluctance to sifggely hw be the
&

sign of a bigger problem in the group. é ' -{o\Y.
'
\ \/Y~
¢ &

Sometimes when conflict happens, it is not the ;voice or agg@ive behaviours

A
%d beMo @up development or
A
members’ personal growth that warrW\ tentk%l’g}cip B and J shared their
experiences encountering the silegt cWatte,tion Ih@}p, They said,
. the person would not S())CI”@Q‘ 111

about himself interngllPNdnd, Il'en
hint that he might HeNgerigs nflictdpid in need of attention. Something

contradicting ‘”CN’S" > gthe 7ozlghtst‘)d feelings were not congruent. When
2de L

the group prog he wiis i ‘t;ck hete. (Participant B, 120 - 123)

N3
Usually 1 d@spri the ﬁcw)?velo ent. If there was no positive development, |
started 10WiWthere was somethip¥ wrong with the group. Or, if a member who
ok when he first jsc‘?ed the group but afier two or three sessions he

omfortable or showed no commitment. He looked bored, or did not
AWL0 participate in the group sharing. (Participant J, 116 - 119)

Lack of progress

-

that catches the attention of the trainees.

the group. He was thinking
owning expression, giving me a

As se%) progress, the group and its members should show positive development by

actively working towards their goals. But, when the group seems to be stuck and
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members stop showing improvement, the trainees know the group is struggling silently.
From their experiences, the trainees learned that conflict could happen overtlyw

members engaging in forceful and aggressive behaviours, or covertly by ! \heir

frustration from others.

In conclusion. the counsellor trainees shared their experiences cominN-to-face with
conflict in groups they conducted. They associated conflictig 1Cntsl with certain

behaviours of the members. Conflict happens between peoPlg, whp s issimilar

| ]
values. ideas, and experiences. Often, conflict occur n m Jna‘g}d in
4

defensive behaviours. rejected help, acted disrespect - efu)eq are hﬁ quietly

¢ &
kept their distance from the group. V o

0 F%
Co N
_— 6 S

432 Research Objective No. 2: xpl(ﬁc&"@mr tiaindes? conflict
management strategies in managivﬂic in p @aselling.

N
= 4 s & .
For the second research Ob&*’ 1fi M or }é@p es were asked, “How did you
manage conflicts in gl’OL\C sell g

. e ct:g(lon explored the various strategies,
’

C |
including the conflicjatylegland fhe gr p’sk'(lj !he trainees applied to manage conflicts
Q’ N
in the group. Tt analyf e:div@ into three themes, which are: (i) conflict
A oY
TR

Is. and (iii) perso reativity.

. =

e

styles. (ii) gr

Con @E

Fach individual has her own unique way of managing conflict in life. The counsellor

{rainces came to group counselling equipped with certain preferred strategies to manage
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conflicts. Two subthemes have been identified which include: (i) avoiding style, and (ii)

third party. Yv
Avoiding 3 )

Conflict can be unbearable and create uncomfortable feelings in the%z Leaders as
well as members usually try to reduce the tension by any means awnie, The trainees
used the avoiding style either to withdraw from discussing g iggeNor @h down

issue that triggered negative emotions.

For participants A and F, they withdrew from talking

level was low or when the situation turned em M
1;1

while to buy time for the group to calm down.\

following, %
If the situation gol 100 % l @,emotions cane  oul

obvious I would stop all disqusSioNs. Ok, everyone silent for a
while. 5 seconds.” It wgnot ¥ suddel stogbbyt i0Qet them cool down for a few
seconds. If they kept on 1M they goyldll @sqe e real content.(Participant A,
196-199) \ ' i, %(,
\'S o
As for participant F. "% ile 11963?&& let the session continued on its own.
During that difﬁc%%: she“ri d tglc herself.
4
Since grene was wnorional@_;(:wn and the conflict was getting serious, |

he group should stop.%!‘op the session for the day. If I could not stop the
sessi en 1 would sit there for a while to cool down myself. (Participant F,

Q
~

is li

For anﬁpanicipant. K, she would withdraw from the discussion and switch to a

different topic when the conflict became complex to understand. She refrained from
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talking about it. as she did not want to appear in a hurry to find solution to the issue. The

strategy made her feel more in control of the situation. By doing that, she had mow

to think about the conflict. %\

If it were 100 much to handle 1 would ask the members to stop (e conlict I
would switch to a different topic. But, before I ended the up I would
summarize and ask about the conflict. It all depends on the si/w. (Participant

K. 181-182. 188-190) ‘
Furthermore. avoiding of a conflict is achieved when total ignolamWef i ‘akes lace. In
the case of participant B, he resorted to taking a short break to eS€apg fro
A , | &
the situation. After everybody has calmed down, he comgued Wlﬂ1 he ssio@ if the
friction did not happen. q \ Y\.’
[ stopped the group for 5 minutes. Tak %kN (P theddjlet and washed
my face. I took a deep breath and made elf calm  Awthen I continued
like nothing happened. (Participant %j, 7&\% '<\
N
This “subtle™ approach to avoiding \.%u lied by p@l’pant D. She ignored

dealing with the conflict when she v \)le,Q i 0Ut$»solution,

|
[ tried to restructure wh%)uld sap (o tlie gr@f I could not figure out, I just
lefi it. 1 ignored it. (P(%ipam y J00) éJ ;
A 3

From the information, i S(,Nd alpthe ?’lee@gﬁose avoiding style to manage conflict.

They did that to hg Qﬂe ti:m to )]i < thteugh their next action and to let the group

cool off. Once 15 e‘Notional state ofcggroup became more harmony, some trainees
N

decided note\‘rtain the issue and left it as it was. Interestingly, by not dealing with
ey f

elt empowered and more in control of the group.

.

the con



Third party

Another subtheme to conflict styles is the use of third party approach to m &zl o
conflict. The third party approach works by asking one of the group memﬂ tozct as

the go-in-between the trainee and the members. Participant C explained t! he used

the strategy, V
;d n'y message 10

e grolp mengers. If 1
lopk for pos'QLve

As for the member who did not want to accept me, I trie
her through a third party. The third party must be o
failed, I accepted that 1 could not do anything. But, I w

thing to say. (Participant C 161-164) ' (:)\
. . \
Some trainees relied on the avoiding and the third pa bachef t dle\c"&'ﬂict in

the group. By not directly dealing with it, they®djsc raggfi oman diSii‘hYl;n oF 1he
o
NS £
N

0 S

o Q.

¥ A‘o
Managing challenging situations in coun’sel\i equ@ the counsellor trainees to

l q
be skillful and competent in app%he r\p%, s neadad to conduct effeative
group work. The utilizali@nm@ki”s ts}fnanage conflict is quite popular

conflict among the members.

5

Group Skills

4
N

<
o

—

L

N
among the trainees. Thefg dt w?\?ls ““%Jused to manage the conflict.
N &
Attending skills % e S
A &

Y L
Majority of4QoNgainees used the attending skills to understand the what, how, and who
were& in the conflict. Participants D, K, E, and C relied on the counselling skills
like qu ning. clarifying, reflecting, and summarizing to explore and understand

conflicts.
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Normally I did a lot of summarizing and clarifying “What do you mean by that,”
or “would you explain more?” From there I asked him or her to d -
reflection. (Participant D, 178-180) &
I tried to find out the cause using the exploration skills. I used ques@m to let

her think about the issue. I looked for the positive and maybe do someeflection
(o let the members understand her feelings. (Participant C, 177-1 T

Attending skills allowed the trainees to get to the source of the conﬂicNhe same time,

the skills made the members felt understood.
Confronting skill

Besides the attending skills, participants B and H Yé

address conflict. Even though the participant w
;s

conflict, their reasons varied. Participant H u&

conscious level. % \>
0
E‘JE ¥

I usually confronted them or

they were doing. (Participa 2-1
Participant B applied the confro% ill ongy afigh j

ny sen&hve issue underlying the conflict.

First was o U-‘\]%N’ nglictyr: l-léﬁgséservation, listening, questioning, and

e
then I would pgiifr@h! ge . .‘qu the underlying issue meaning that the

conflict itsplyNeuld ?’ @Wl. And, the personal experiences could
ac‘tzlcl/(\*i’ > pause. (P

S
Both partic'&s, I and B, were cg::,ful when applying the confronting skill. They
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Blocking skill

Another group skill, blocking, was mentioned by participants A, C, G, and F N it
to block counterproductive behaviour from making the conflict worse. Tm&r‘tl;lpants
used blocking together with other skills to explore and manage the conﬂicYaﬁicipant A

used blocking to prevent the group from getting too emotional with ict. Once the

€ C

group calmed down, he used his power to explain and make sugg to f']e group.

If the situation got 100 emotional, meaning their emol/Mgs ¢ anvi us 1

would stop all discussions. Stopping is like “Ok one sifent r'J @ 5

seconds.” It was not a sudden stop but to let the&own r w se‘a}nds. If

they kept on talking, they could not see the revnt.‘%ﬁ ey le.d come

out with some harsh words, which weregnot a Mate. .wand then 1

paraphrased or summarized the session%w g ﬁ ointsSeom the third
d

person perspective. If the condition al night as er bers fto join. If
not 1 straight away showed the blind gpot a LTSS melimes ] asked the
group o reflect on the purpose gro ¢ eg ré&e here? Why am 1
here? " To let them understand @ ar8W th iﬁh ‘(é@h aring, (Participant

A, 196-204
520 KN Af R
Participant FF used a combinatimcf bickmg a,d e i

member to explain the situ ion

A
m' pectl@ However, once his behaviour
turned aggressive she exc@er rt loc(ls?,m%from further disrupting the group.
|
’
I let the perso w"sl spect \Eif

and tried to,i and What gaf ha
nw If it Je i§ ou

him pergoI1Ly. If not, other me

(;? person was aggressive type. I listened

control, I would pull him outside and talk to
s would be affected or offended by this group
. Then, the rest Qfﬁfre group could come together and discuss. The
issue e to be settled if not it would affect the group members’ relationship in

Partici " applied blocking as a way to stop further discussion of the issue. He also

suggested how the discussion within the group should proceed.
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I let the members to overcome the conflict first but if they could not think, I would
use my power as a leader to stop the conflict. “Ok, we have to stop d;'sc
about it because in this meeting we still have other thing we need to focugon

If I need to make a decision immediately, I would say to the membe XV 1
give you around 15 10 20 minutes to discuss and make a decision for %up If
you cannol, we just vote and see. The minority will follow the ma]%. ” Al.'Id,

after this if they still could not decide I would use my power as a r to make
the final decision. (Participant C, 167-1 70, 171-175) Vz

As a whole. the trainees resorted to applying the blocking skl Rn'they wanted to

maintain some stability in the group. Blocking prevented th G!I'S fg#m being
engulfed with negative emotions and from aggressive iour to Hﬂ
process. The trainces also used blocking to contain thg conct frogh Setihg o hand,
so that the group could achieve a closure before th$;ﬁe he Y.

<§

Facilitating skill
‘ \&
@

Another group skill that is popular a e counsglot t es is the facilitating.

Facilitating is used to initiate and pnY}con m 10n$‘hm the group. Participants
nng-r

A and E usced it to promote ope actxon‘a %) members and to increase their
responsibility towards res \he Jm I @ant E acted as a facilitator and

avoided from taking dn m eg£on c)l ('%}

Conflict ha %e 1o | ‘cpmr ation. First, I would facilitate and guide

Vha is ffee 1 towardsss B?” and “What makes you feel

Ihem inc s




216

For participant B. he used the facilitating skill to gather information on the conflict. He
analyzed the conflict and explored the members’ expectations towards him and the g
He then asserted his power to restructure the group to meet the needs of the mex%\.

I collected information from the members to identify aspects of the%ict that
were not suitable for them, or whether the way I structured is mVerable to

them. So. I checked what their expectation was towards the g d what kind
of group they like. would check on those things before I pl % next session.
e o

Mavybe they got bored. Maybe I should shift to another n what work for

them rather than what should work for them. (Participa -2 ]‘) )
Facilitating skill is quite useful when the trainees wanted togencoutage art\gbn\ﬁam
group members. Facilitating allows for fairness in shz%)er? muyers were

. . Y,
involved could elaborate on their points, and for h%g e'rve \ﬁ-he i o share

their feelings and ideas as well. The informati %red waswsaul tfﬁelp the trainees

evaluate their performance and group devel(Ement. \? &\
? TV S

Based on their experience dealing wil\ lict imsgroyp co %l'ing, the trainees were

inclined to apply certain group klllqgkl“ Inc@confronting, blocking, and

facilitating were more popularly apfied % Onﬁé.management. The skills helped

members feel understooc@ote op@vmu@ion, and block counterproductive

behaviours. 'l‘hroughou%cont ct myragtm %Oprocess, the trainees were seen to hold

% N
on to their status ¢ il der gvlfo d u@ze their power when needed.

AN &

Personal C wty
Evengtho :onﬂict is often viewed negatively, it has the power to stimulate creativity

from the parties involved. The counsellor trainees shared some of their creative ideas to

7
EE—
=

[¢)

>,



help group members reflect on their roles in the conflict. Two subthemes are identified

under the personal creativity: (i) activity and (ii) personality assessment. Y.

Activity : %

One of the personal creativity is to use activity to divert the members’ ¥tention from

directly talking about the conflict. Activity helps change the inter?wﬁttem of how

members relate to each other and to the conflict itself. To partici arﬁ J, they used

activity to help members explore the issue differently. Partjcipa®K O\?dawil@%.or
—_ - ?j | &
writing for members to express their feelings. A
’ '3

It is inappropriate to change the topic becauseYchc M ng

vbe I ask
them to express their feelings through dy I h

pt
R
ct aa@ding to the
‘pecé(,v among those
art{% 168¥71)

Participant J chose activity most relevafgjo lh* 3 pe@ in the group. The

situation. I want to reduce verbal an al a

(o)

with conflicts through drawing or writing.

u
activity indirectly guided the members\ erstan ituamg/better. She said,
N

I like to use activities s %s. If Iaw ‘i”@ communication conflict, 1

would not discuss with o-but 1 would introduce activity

related to communicghQn. S0, o the activity without realizing

the activity was 10 IREOVE thed’ comglunic 1 skills. (Participant J, 211-214)
o

The implementation Of%\)’ Tﬂ%lﬂ'ic(t:e)lsodes may help members to increase
e

their self—awarcnezoik onlrt el h in@t also their thoughts towards the incident.

Drawing. for cagmgle allows members @dxpress their feelings freely without restriction.

Activity t‘unc\1as the buffer for members to release some pressure due the conflict.

S
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Personality assessment

In addition to the activity, some counsellor trainees believed that conflict (Nm
avoided or reduced if members were aware of each other’s personal dism@. One
easy way to do it was through the personality assessment inventory. Partw J usually
started her group counselling by exploring the members’ personal%then used the

information as a mean for the members to respect and tolerate other liifferences. In

other words, she tried to convey the message that the reason gy p rwi‘tuati ns
¥

differently was that they were different and unique in ch rSbuild fip. e !a' "
q p i,

Every time 1 handle a group, I always c@”hg 7\9:( Stality, \yY:hat the
members can understand each other. So, #gen Fonfhict ens uld remind
them of their personalities. I want [h be b‘ tolagaté each other
differences. But sometimes, there are ers who uldr@accept different

personality. So, the conflict will conghue. (Par 7 3)
Id @out having members

e

Some of the trainees believed that con deats With

&
verbally talked about it. Talking ma% im@s¥htenyify @ready negatively charged
| 1

climate of the group. Due to % y 'n}gJéld{z)ng, writing, and personality

assessment to help with tlr&Njct rr*ma ent ﬁss. These indirect approaches to
conflict allow mcmberse\ﬁor and Bxpreps egj}selves freely. The activities created a

more relax and nonl@ng sifuati r&g’roup to work with the conflict.
&) v

To conclude iscussion on conf@fnanagement strategies, the participants were

asked on wheler they need training on conflict management. Their responses could be

divi@wo categories, whereby one group seemed to feel comfortable with their

approach to conflict, while the other group believed they need guidance due to either
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Jacking in knowledge or skills or both. Following are the responses from participants A

and B who are confident with their conflict strategies. T

If there is a 10-point scale I would rate my self at 7 in managin conflict. 1
am still able to work it out through my awareness and analyti inking of what

actually goes wrong. 1 am able to pull back the string usin, sic counseling
skills like listening and empathy. (Participant B, 213-216, )

I think I can handle conflict because in my mind I th 1S normal and I can
accept it. So when you can accept it in the first pl w, ] feel comfortable.
Sometimes I'm not so clear about the conflic have 4 Hore

sharpen mind. Sometimes I'm not fast in ens!ng I ne O'fe%ﬂ faster

before it turns into a big conflict. (Participant .&
A

As for the trainees who were still look%& :no mgnce ir naging conflict

in group counseling, they gave the followa %onses tifipa ) E, F,H, I, K, and

L said,

\ A
A
S
| Q
I won't put myself as very )tent 1 agngonﬂict in group counseling,
due to lack of exper Ience 6- 1&.
Not very CO”’P""””’ of kns& ole e‘a% lll (Participant H,194-194)

i kil()w

Jas

! Zic] (Panx

/ don 1 ’" apabb 8f hRdling conflict. Maybe at the surface only. ...
50”7 hink ’h ”‘ Skf#-" are out of place. It’s like asking the wrong
quesh (Parnclpanr D. 1{:2}1’87, 189-189)

2re Is.élam techniques to handle conflict. As
ng agrdm, quick in thinking, and creative, then i
If!m 199-201)

I am still weak. dl
far as 1 know, &
could solve 1R

I'm not competent enough. ..Yes, I need training. But it is better to ask
we or guidance from the supervisor or lecturer on how to han dle the
lems. (Participant F, 145-145, 149-151)

Actually 1'm not really competent, perhaps 6 from the scale of 1 to 10. Sometimes
I myself have conflict and have difficulty in solving those conflicts. ...But, we need
(0 learn to solve in an expert way. (Participant L, 201-202, 207-207)
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In terms of skills I really did not have that much. But I really have strong belief

that 1 have to be honest in relating to people. ...Scale is 5 because I | he
knowledge part. ( Participant 1, 180-181, 184-184) ‘%

Majority of the participants conclude their incompetencies are due i: the lack of

experience in leading groups, inadequate knowledge on conflicts, an% f awareness

of the different strategies to manage conflict. T
There are three participants who have mixed feelings about Thgg abflity nage the
different types of conflict in the group. Participants C, J havq thge€ t bout

. g . b 4
their competency in managing conflicts. T \ T
[ think I'm ok. But I still have a lot toxwarticz °\ I3/ ]86985)
For me, I'm still developing. There g differen Wxg’” 1@4 embers, maybe for
the students or certain clients I c abdle =WV for, sQme personalities like
narcissistic, aggressive, who ¢ Qeﬂe on t@@lves, it will be really
be

a
hard to manage during conﬂicN d morg\Mills and techniques, such
as when certain situations W @best way to handle it. And,

how to use conflict to h 4 ini ‘igh@
difficult. (Participant G, 162g067)

It depend on the C‘@-S ‘etim v [ ca %ndle but if I cannot then I will seek
guidance from - COUNSCTORS: qu{) that I know I cannot handle the
conflict. (Partic Y 2)7-%

&

In their attem manage conflict, t@unsellor trainees relied on various approaches.
The popular\?ict styles used were the avoiding and the third party. The trainees used

the gon styles to withdraw from the issue, to prevent the group from being too

ow they can grow. It's very

emotional, and to reduce tension. In term of group skills, they relied on attending,

confronting, blocking, and facilitating to promote or divert interaction in the group.
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Finally, conflict also could be managed through the trainees’ personal creativity. Non-

verbal approaches like drawing and writing were used to let members exp@
feelings and thoughts in a nonthreatening way. Some trainees used @nality
assessments to induce feelings of respect and acceptance of others diffgrences. As a
whole, majority of the trainees believe their competency in managifag cqfflicts can be

enhanced through more training and knowledge acquisition. Q

. o

\
4.3.3 Research Objective No. 3: to explore the coun trainee§’ a 1tu(!e'g?wards

’ \s
icts i lling B,
conflicts in group counselling, &
In order to explore the counsellor trainees’ at% ards co ¢ Qup counselling,

they were asked three questions. The que t%were s N‘Hod' % feel when conflict

o )

happened in the group?. (2) What wer: thouglts ab tqthq&ﬂict when it happened
\
t

in the group?, and (3) What was )’OY!'CﬁO', to h0 nflict when it happened in
‘ j (
the group? All the three questions ed Me@mees’ attitude towards conflict

—X

—

in group counselling. Tl }an d into three themes: (i) affective

component, (i) conﬂiq s, gnde(iy bf,la\ﬁé{al component. Under each theme are

bt! \()
several more su t% ? ): 4\
g

QO

Affective CK nt
The ¢ CE trainees shared their emotional reactions to conflict in group counselling.
Al t

most he emotions experienced were negative. The trainees described the emotions

N
a
a
=
‘G

and elaborated on the effects of negative emotions on their actions. Three subthemes are
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observed under the affective component: (i) negative emotions, (ii) overt expressions, and

Ng
O

Conflict creates feelings of uneasiness and stress in people. Conflicinak® people feel

(iii) physiological changes.

Negative emotions

sad, angry. disappointed, and confused. During that vulnerable emWal state, conflict

causes a person to become aggressive or to find faulfegi 1e@a of the

participants, A, D. E, H. K, and L were aware of the diffefgat emotigns t 'fet ing
=)
in

conflicts. The feelings were reactions towards (i) plan no g spobthld, (ii)@ure to

2}' N
identify critical incident when it happened, (iii) t% n w{\aned @nﬂict, and
iv) the uncertainty of conflicts. Following arex%rpts o pa § .

Felt sad because everything was no%g SO0 -

\

: : 0
1 felt uncomfortable and uneas)%an Q Pagisipa B 94,118)
I got anxious. Let say the ¥ \xc NgebYrweerembers were not in good
term then 1 would start @ feel Qxious §nd gfrdid, e conflict happened in front
of my eyes I could not contrg Iwas Swgidif Qe}'ltinued outside the group and it
was no longer unde ’ C()nm' wou el anxious. (Participant K, 129-
132) &

N
I felt a little bi \xie ) Be ‘?;t nﬁﬂ% 't happen like in my idea. A little bit
24-

)

tense and st rticigani ¥y,
: s
Sad. - angry ! felt . If I could not do anything about it, then 1

1w
wouldA’Vappointcd. / worri@[xoul how to change that behaviour. If I cannot
solv, Men I become angry. (?brticipant H 152-154)

oomgid resentment towards the person that I was having the conflict with. 1 felt
unMppy and very troubled because 1 kept thinking of what happened in the
1

ip. (Participant D, 148-149)

g@mz L 163)

44,



The prevalent emotions among the trainees were anger, sadness, and anxiety. To capture

how a range of emotions could unravel within a person during a single conﬂict@

participant F relayed her experience. She said, %
s b ,

In conflict situation, I would not feel happy. 1 felt sad and nem’qg.' ecduse I did
d

not know how to handle it at the time. Embarrassed, because all thRfimembers kept
quiet. I would keep looking at them. I tried to cool do id not feel

comfortable. The situation was very uncomfortable. Noboc ed to voice oul.
(Participant F, 118-121) l

On the other hand, participant G felt a mixture of negative an Sitiy Cl . He was
’ Y
happy because conflict signified that the group was not SuiS. But, he l’n@m of

how to effectively apply the incident for group grow en t "Jh uld &Bl:c group

dcu@1 their cause

find its way out of the stressful situation. Thus

of actions.

Anxious, confused and happy. I, '
or not. ... 1felt like “Ah. it’s 1 )

group to grow. But, some
(Participant G, 148-149. |
Based on the sharing, it can Lded

negative compared to pogti motll)ns

with time. Often, the j Ned ngy

by this feeling ch anxifty Op afjger

Overt expre, A

lnerable emotional state. the trainees were not only aware of the difterent

lrg@?w I should be happy

()f me wamed the

Duri

enfgongybut also of the body automatic reaction to negative emotions. Several trainees



revealed they could not conceal the negative emotions. Thus, some would play with their

hands, frown, start blaming others, or become quiet. \?
Participants D, I, and L could feel their body tensed up to mimic the em%ktiev felt.

Participant D played with her pen, participant | portrayed defensive bwvoslure, and

participant L changed her sitting position. All these resgonsewreﬂected their

uncomfortable state of being. A statement by participant L ¢ hgw her emotion

made her more cautious. \d
"X

AN
a’ivg\%?mlion

somqhing was
Jfor mgYo be alert.
ticip, , 174-177)

Usually I felt tense. The way I sat would be diffe efore py

And, 1 started to think “How can I solve

Face is one of the revealing parts of lhewlne’s fee
nd 1 rea\}?w ﬁé&ned and smiled less
N
() i &

riedo refgi ﬂ@'smiling. To her, if she

smiled during conflict she mightv-ndhf thagy on@sage to the group. Others
B AN AN
would interpret her smiling factas she{ 19 \qi% or she was being cynical.
I felt tensed. Te@iul el jon ar éﬁmi!ed less. In normal situation, 1
ofien smile but%te ed M 1 rg®QY could not smile. If I smiled people
would think 1§ takp 1P scgi 1,?)/ hey thought I 1ook it as a joke. I also felt
th@oulder. (Participant 1, 158-161)

through facial expressions. Participants

during a stressful situation. Partici\

muscle ten, especially a

vy ¢ .
Another overlf%lon i varal Excl e. Making a verbal statement during unstable

NV
emotional % nce could be clﬁ%d%nging. The trainees stressed they have to be

sensifi their intonation and choice of words when expressing themselves. Because
o tticipants C and D refrained from saying anything. They preferred to keep quiet

and at the same time continue to observe the group.
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. when emotion came, the word I used would be full of emotions. And, the
emotions didn’t give any positive effect to the individual or to the group. !
am emotional, I would not talk because the more I talk the more mistak Mgike.
... I just kept quiet, listen, and observed the group. (Participant C, 14 1%%32)

The trainees admitted that it was quite challenge to hide their negative feelingsMEngaging
in conversation with other members while they were sad, angry, or %10 might result

in some misunderstanding. Thus, they transtormed the negative en rom the emotions

to different body parts like sitting straight, taking with @oi ,land ontrolied
facial expressions. V.
| S
R\
X

Physiological changes

My heartbeats became faste [ dd ‘g%ge. But, if the conflict
continued, it would affect w*ysic to feel tired. (Participant J,
192-193)
Besides an increase in the rate, z'x action to conflict is the change in
bodily sensation. Bod W on &N 5 reness of stress through the senses or
é : B
T@lsom 1 @ese physiological changes affected some

internal body org% pasti
organs or part % ody.’ cgbantIMfelt her stomach tighten, whereas participants

K and E S\AO sweat, while pm&aipant D experienced muscle tension around her

shoul

1 Q¥ feel there’s a butterfly in my stomach when I said “You are fierce”. Usually
y stomach felt tighten. But, [ tried to smile when I did that. Maybe it’s wrong.
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But, I just didn’t know how to say it nicely. ... Sometimes I get tensed when I
didn’t know what to do. (Participant H, 153-155, 157-158)

Sweat. I would sweat. My temperature would increase. Suddenly 1 feelfiny Dy is
hot. It’s not because I'm angry with the member, but that'’s how I re&t wigen I'm
not comfortable. I would sweat and feel dizzy. (Participant K, 173-175

Muscle tension around the shoulder and legs. (Participant D, 164)

WV

Participant G’s statement could best summarize how his body ctgto the pressure. His

body parts tightened and sweaty. His heartbeat increased. > he fe ltw to push
@

Y-

his legs to the floor to release the tension. , _S
I could feel my shoulders and sometimes 1 5 b%me tight.
These are the few parts that [ felt quite tight w M us. ly,'somefimes
sweating on my head and breathing r "é"”y need to
step on the floor like really pushing or. (Participant
G, 135-138) éQ

\51 '¢t in t} Tl
i og(gq stress in them. They

oﬁ(remperature, and muscle

=E

€

For some trainees, having to deal with alc’c
%b

became conscious of the increasin&

: - :
tension. As a result, they begamc\gtrained oi 1%‘ starting to feel dizzy and
theJ1 i

emotionally tired to deal with\ ﬂ.a< cly
&

In short, conflict crea@gativ S @placed the counsellor trainees in a
‘ ; @ ’ (,)
st

.

. Tojma fth@)the prominent feelings included sadness,

anger, and a Wever ngls @ienced more than one feeling at a time.
s;'

al feelings simultdgously could be overwhelming and confusing. In

vulnerable emotio,

Experienci

some s%, the feelings intensified as time went by, in particular when the conflict

hafagt bden successfully resolved.



N
(9]
|

Furthermore, when they were emotionally unstable, the trainees became alert of their
body reactions to pressure. Closed or defensive body posture, frowniu\Yga]
expression or lack of it, and physiological changes were among the comigon r@actions
experienced by them. Most of the time, they could control these reacti rom being so
apparent to the group. These overt and covert reactions to conflict alw e trainees that

they were emotionally and physiologically under stress and emmediate relief to

feel in balance again. \d
X

Conflict Scripts é | _{:)\
0 4 \,Y'

In addition to the negative emotions, the COlls%ll fral o e@e‘nced W

cognitive discomforts. They believed C\%arried ne@Qe han positive

'q'!\*}ict as resistance, (ii)

Conflict as resistance | 0
S

The counsellor trainees p %d corlt

inability of counsellor, fhginecs to a & c@lct could happen in the group, and the

il 3
unwillingness to tgk ofonflfct ay alorm&Lprocess in group relationships. Participants

A and E, wer wd wh€n nifict $ally manifested itself in their groups. Conflict
gr >
tarnished t%

ectionist picture ﬂ’!cs? had of a successful group. They assumed that
good uld be without conflict, or satisfied members would not create conflict.
Y me, 1 know that it is normal to have conflict in a group. But, in a real
situation actually 1 kind of see thing to perfection. 1 always have the idea the
group should be without conflict. Somehow when the group deviate from my idea
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it creates some conflict in me. I kind of think why it happened like this.
(Participant A, 120-123)

I was like “Oh no, what happened? Why did conflict happen in the gru hat
was my first reaction. Everything was going smoothly, thus I did Mgt expect 1o
have any conflict in the group. (Participant E, 91-93)

The group situation became quite tense during conflict. There were m'xewd ctions in the

group. According to participant K, the conflict turned unbe?when criticism

Nd.

.ot it is WilledBvigh tive

dominated the communication mode in the group. She said,

During conflict, the situation is quite stressful.

cepl criticgm. Par!iapant K,

v
rogryss. P@pams L and

feelings and then positive. Not everybody car

C perceived the conflict as an obstacle to the rowth. T saidO

It is an obstacle in the group '(%’/ing \c ¢ u’éq towards the group

members or 1o the group leadejsg ¢ diftour g (@icipanl L, 128, 154)

For me, the conflict is vertho 1 nd n\’e; be solved first before the

group can move 10 ano czw (Pafticip 1|(§ 158)
Misjudging others intention and p onaﬁ(

participants G, B, and /\@mt@‘ed tl\~ wise judgment, and prevented them
from being attentive %\wit tiﬁ??!)zf@tual prejudice they had towards certain
infe

group members ':le%ed \\?h hej n@'lo remain neutral.

Somelin®s il'made me misjud heople while anxious. Anxiety made me want (o
solvagthe tonflict fast, but sowietimes the timing was not there vet. I was like

oo fast to solve the conflict. But, the emotion couldn’t really make me

121-123)
Conflict is resisted because it posts a challenge @:u

W €ohglict was quite common among the

mo
e out the details of the conflict, so it was some sort like conflicting.
ticipant G, 140-143)

During that moment, 1 said to myself "I will be irrational if I keep thinking about
the issue. 1 will be irrational if I don't get rid of this emotion.” I was aware of
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this, that’s why I asked for the break. During conflict, my mind would be

irrational; a lot of judgments would come to my mind “this person did nc 1

enough’”. This would stop the flow of communication.” (Participant B, N )
oblem

When I was emotionally not stable it would block me from looking alhe

or conflict in a rational way. When I was angry or having just a lit/l® anger at
myself, and then a group member said something, | wouldvly become
prejudice. Then I would not really hear the content. This misggt pgevent me from
being really rational to see, hear what he or she said. (Parkigipa® A, 190-194)

Even though some trainees accepted conflict as normal, the pcrieivcd it as an

obstacle. To them, satisfied members should not be engag®y in OM, %ppy
A

members should not get involved in frictions. It is@ to bg ¢ ch(’ in\ nflict

because one characteristic of conflict is people cemw each Qber. People
tend to be sarcastic and prefer to criticize othct.me t lievtghat before the

o)

—
-
[¢]

group could progress to the next stage, conflict 10

Conflict as weakness \% (] ,

When faced with conflict, ong uWres S tQ ilheb

finger to oneself. Some participat

lack of competency as &s\eors. ‘he Cga!@e’valuation of the leader’s role were
shared by participant@ﬁ, .B.

ifr \./'1 cannot solve the conflict and have to end

1 feel afn wm,\?) s. [

the ses %’ conflic mu_; risc‘?rgain in the next session. I'm afraid if member
decidag ot 10 come. 1'm q@v of members' perception towards me, “Ah, the
le Joesn't know how to setile the conflict.” Members start to dislike each

ate the bad situation created by the conflict, and feel disappointed with
Ngader for failing to play her role. Conflict makes me feel like 1 fail as a group
1eWer. Conflict should be solved. (Participant K, 154-159)
If 1 failed to handle them, I would doubt whether I'm doing the right thing or
whether I guide the group in a wrong way or is there something that I need to be
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sensitive to, especially if the issue involves a cultural element. Sometimes the
conflict is not between the group members but benveen the co-leaders, e
members enjoy watching the leaders. (Participant B, 154-157)

Conflict affects the confidence of members towards the leader. wwn)onﬂict

happens the members look at how the leader will solve this conflict. It'® because
the leader is the one who is responsible to guide the group. Anot ng is when
conflict happens between the group leader and the membeagit W affect their

relationship and rapport. The relationship will turn cause of this.
(Participant A, 154-158) Q

Counsellor trainees saw conflict in group counselling as ning, Wposed an

. . ®
internal threat to their self-image as a competent le@e trainfees T a@'ﬁ' the
u

members would lose confidence in them to lead the &g fectivtly. Cnflict ¥ a test of
V

{\Y'

the leader’s competency.

I could feel the shock. Sometimes
handle this kind of situation?” The
afraid that the conflict would le

the group to the higher and tagl) ... ISt 1, ca)nﬂict in a pessimistic
way. 1 would not grow toge% 1 4 icipant L, 130-133, 180-
181) e

Overall, the trainees felt vu durlr}, co ft(o y thought of all the negative

h‘the >{8Ip and to the relationship between

consequences that could&wy happ
them and the memberg Muse f't : ’qox@cy as leaders. Conflicts exposed their
shortcomings to t?@ in pgrticpla the@ability to handle conflicts.

&) A
Conflict as Q@ \C}’
Duri %ﬁs, the trainees became cognitively engaged. They critically analyzed their

rolfain tHF group. They strongly believed they had failed when they could not resolve the

conflict. When this thought conquered her mind, participant J experienced low self-
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confident that interfered with her ability to communicate her thoughts fluently. Even
though the conflict happened briefly, she believed it had tarnished her image as % r.

When I was not confident or worry, ... my communication and %1 -cghfident
would be disturbed. But, it happened for awhile only. I worried thtMymembers
would say “She is not confident.” That perception would dist role as a
leader. (Participant J, 206-209) z

Other participants, K and E admitted that when under pres ureWcould not think

constructively. Even though she focused hard on solving t V1YL, a'licip 1t K was
N o
S

Teader.

in shock to see conflict unfold in front of her eyes.

I became stressful because conflict made me feé
If the conflict is clear, it is easier for mé <if thdNeonflict is
difficult to understand then I would st » something
wrong? " or “Did I do something wron€? e wron®ly?” All these
questions kept playing in my mind. % the time ¥oul think properly.
When I am in fear and stress, | cai%’jz & qu] not plan or setile

the conflict. I worried the sessj Id ek, W shocked to see the

members and did not know holéct. Particy 1@5-] 28, 176-178)
Feeling of confusion can put a erWa st*e 0 5 k g how to comprehend what
is happening. To participant |, sh::)' itia% d eﬂ rson who started the conflict but

then shifted the blame t(@ili\y@nore\ ptive towards the situation.
The feeling is @0’.’7 d*4 ’”"&J Sad, because I blamed the member for
the conﬂic% t likd thi%y “You @lhe one who wanted to improve yourself,

and whe% ppege ’oulcQ}t accept and blame other people.” I was sad
becaus kelf. I ha¥ 10®lear’RIo open up and accept the conflict. (Participant

Even tq@'e trainee blamed herself and felt responsible for the conflict, it is quite
cougageogw to point finger to oneself. It takes a lot of will to admit one’s vulnerability.

This personal struggle was reflected in the statement made by participant 1.
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Pressured because the leader needs to fix up the conflict."What's wrong with
me,” | pointed to myself first. So, somehow 1 felt pressured. Pressure to' C
weakness in myself. It needs a lot of courage to face that. (Participant 1, % 6)

The trainees developed a belief that they failed as a leader and as a per, wan they
could not perform their roles as expected. They started to question th?dves for the

possible mistakes they had done. This thought that they had faileMed a dilemma

within them. i '
Conflict is growth \d. S

é\ | &
Besides the negative thoughts towards conflict,gsom® train nowmged its

\ NV
productive side. Conflict provides a rewardgg eri or it g;e ignored.

Participants A, C. and I were convinced thw t is use

mature and strong relationship. Participan%nd 1 sai% T
: i e @
It is very normal. I think it is %he aths t ﬂyo@“ overcome before you
move to another stage. (Partm A M A
N
Conflict involves util i-"’ ;g /!n;zan 1701'4’" fi?))f{@ us to grow and to solve our

issues. (Participant 1, I83-1§5) s ‘Q

Since conflict is part of @tion !)roce it s@d be welcomed with open heart and
N

Y,

mind. Conflict prongtesNgersqnad gr i of exposure to new experience and

@

Bl

acquisition of ne for’th whpl gro\&. Both parties, as pointed by participants B,
G, and L co n from €ach O}@'On how to handle conflicts in relationships.

_ . N .
Accordin Mam, conflict should be resolved in the open where everybody could share
their S ives. By personally engaged in the process, members learned that conflict
anaged and sometimes resolved. And, through the process they learned about

coul

their personal contributions in initiating conflict in groups. Participants B and L said,
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For group counselling, I think conflict is positive. If there is an interpersonal
conflict, it is better to put it in front of the group and solve it. I take it as a. J
growth. Sometimes 1 asked the client to think and explore what actuall N im
get into conflict. ... conflict ... creates an opportunity for group mer l% pour
out their mind and thinking. (Participant B, 164-166, 202-203)

Conflict can make them grow and become a better person. lict is not

exclusive 1o the group. Everyone will have conflict with eadgoth®®. Sometimes,

one or two individuals will have conflict between Ihemsel%

ier people can
learn from this conflict. They can learn how to solve it. gRart¥ipant L, 135-138)

Apart from asking group members to self-reflect, partici sai nfljgl cave her

1S

insigh{ through

insight and increased her self-awareness about her own att . She shid,

Conflict is good if it develops properly. Sogelim® | gabh
Iﬁ) zo CIR

conflict. When there is self-awareness, 1 star.

! valu /wn “May be
what she says is correct.” I think conf, oS })W~,',,",e f[éc/&u.ﬁcipam K
118-121) O
Contrary to the belief that conflict dest hat i

k nt J believed that

conflicts could heal relationships. Thm@nﬂiﬂs, t divi \s with different views

&

Jearned to respect one another and le% to ki phati to others’.

Conflict brings uware%lmembc ) hi’zk@ be more positive. Sometimes,
conflict can heal a pelatioghhi % ’nil Novo members have disagreements
in the group. 1 hu&w not Ilccc ch o, ideas. It is not that they could not

accept each oth¥ 1%gs bt 2re (rilMge hard to defend their ideas. That is
how conflict fupDegs. Bulg W #e er intervened it could make them be
more open gignded andfshage O;Ii\o cas. If the leader did not intervene then
they mig ly;o > de@d their own ideas. (Participant J, 128-137)

b ¢
Furthermorcmic ants J and K e&&;ted on the professional benefits they gained
\
from the'ENumer with conflict in counseling group. Having to deal with conflict
erpto

read more and consult those with more experience.

force

% me when conflict happens my skills will get better. I can improve my skills on
how to handle conflict. Another thing, if the conflict is about something I have
never handled before I would go back and read more. So, my knowledge also
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increases. In terms of personal growth, I learn about how to communicate with
different kind of people. Because in counselling, communication is imp
(Participant J, 145-150) \

Gain experience and skills to handle conflict. Improve my knowgdge #cause
when there is conflict in the group I tend to spend more time reading ¥ consult
others on how to solve the conflict. Without experiencing conflic e group, |
may not know what to do. (Participant K, 138-141) V

Conflict, as a group process, is embedded with positive energg Wing oneself stay

with the conflict, the trainees together with the group m | start lo utdize their

. L 4
resources to manage the conflict. Through the procefgthey ggined niigl @Zlf-
ot

awareness, and built stronger relationship with cach The prainegf obsgpved that

N
conflict actually improved the group dynamics ang the lea@irs\ompe y. Conflict

motivated the group to change for the better.\% O‘Q

NTs

In short, the cognitive evaluation of con %.d e Ei"éon the group forced
“ Q.

some counsellor trainees to develop%' e att an&ﬁ@nﬂict. To them, conflict

: T N
was usually counterproductivg. toryghe grou’; grogvt @hould be avoided before it
it.)

destroyed good things around onﬂk@ d ftﬁ){usion within them, leaving them

wondering whether the Xon@ng t@voke it. Due to that, they resisted
conflict as it made tl‘% k fe& ﬁefe&@d in front of others. On the other hand,

’-—»

@

some trainees a i co’ﬂ ct Yt h a growth factor. To them, conflict forced

them and th&lp to utilize their r@durces to work through the situation. And that,
N

conflict co?\tually strengthen relationship and their competency.

S
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Behaviour Component

Another component of attitudes is behaviour. Behaviour refers to the ten% or

disposition of the counsellor trainees to act in certain way when in conﬂict.smction

explores the counsellor trainees’ reactions during conflicts. Five subth have been

identified which include: (i) stop it, (ii) ignore it, (iii) become quiet, Nrn aggressive,

and (v) analyze it. T
Stop it \d. v

A
% | .5
During conflict episodes, the counsellor trainees obscMyed thgt the emw'rs were
N

iig thei otions but

emotionally affected. Some members were ratheragetiv®in

participants A, F., and C believed it was : relcva\$
discussing the conflict. Participants A id % Q%
onglYme A

Stopping. If the situation emp akieg their emotions came out
sions. (Parti

obvious I would stop alffdisc 'ppn% q196-197)
: d &

Since everyone “’UW”O”" N améQtw conflict was getting serious, I

thought the grou[& stog! Sto@the SE3) on for the day. (Participant F, 131-

132) N
SIS

In other words, the@ would syppghe sésion when the discussion turned emotional.

Conflict woul wt deal{ 1 ﬂ]en$n1bers were calm. Thus, stopping the group
1; NV

gave time fw ers to regain thei@mposure.




Ignore it

Another way of responding to conflict is to ignore it or to pretend it did 1€t en.
Participants B, D, J, and L turned a blind eye on the conflict because it them not

confident and emotional. Following are some excerpts from participants ,and L.

nothing happened. (Participant B, 175, 177-179)

[ tried to restructure what I should say to the group aigam®.ld nX figurgpout 1 just
left it. 1 ignored it. (Participant D, 159-160) >

K3
I saw the CO’]ﬂiCt n apessimislic way. ...And, t 1flict woi 74 e;'[)y@)ugh[
av.

up for discussion in the group because no dnfidegte toolve .
(Participant L, 180-182) N, Y}f

By ignoring its existence, the trainees hope@ct Qﬁld aw;(v‘as]d not disrupt

the group process any more. \T '(\

Become quiet

I stopped the group for 5 minutes. Take a break. ...And,*ﬁewcontinued like

., and not knowing how to

emotion rushed in at the same

ugn i&t}o)\erselfand remain quiet. She said,

All the enfotioMycomihg inflLthe \Q}e time would be very hard for me to focus on
what tﬁw ... 1 fel my!elf sNick. ... I would be less focus on the group. I

re on my own thal@its and my emotions only. I could not respond

focu
%up members. Iwould be quiet. (Participant D, 168-169, 170,172-173)

§



Participants H and K agreed that once their plans for the group were hampered, they
would be at loss. Participant H became forgetful having to entertain the uQxE ted
occurrence, while participant K was so shocked to respond. They said, %

During the time I couldn’t think properly. When I am in fear andesidigss, I cannot
think rationally.... Iwas shocked to see the members and did ndgknow how to

veact. (Participant K, 177-178, 179-180) \,

Cy\:flj'e. ... 1 forgot

t andwengpwith the

... if I could not handle my emotions everything wou
what to do next. So, I just concentrated for a whi
flow. I mean I just did what I thought 1 should do.d npt fo Qv lan

anymore. (Participant H, 181-182, 183-185) % A
b 4
7

s

Turn aggressive \E

Sometimes when under a st% :ircum
slightly aggressive behav'&‘Nl ord'ar\be i

harshly towards some mEe

rs

having had to ac@ sive g c@cts. Participant E feared he might say

i s 5 . . :
something reg tg the mengpersor k them, while H more became interrogative.

&
The followi% xcerpts from them?

@, if I kept on thinking about how to deal with the conflict, I would not be
o focus on my role as a group counsellor. Let say, if I were angry or
strated or disappointed, I might say things I would regret or maybe attack the

members. (Participant E, 136-138)



1 did not like it at all and I tried to handle it not harshly. I said, *“Why.. why why
are you doing this? Why did you grab her things and do that? Can you 1elI\Jpp

(Participant H, 145-146) \

At first, I'd tense up because [ resisted. I blamed the members fop Me cOnflict.
When I realized my resistance, I changed my mind to accept it. (Particip@nt I, 109

- 110) Yv

When under pressure some counsellor trainees turned aggressive in tlmoice of words

and actions. It was their way of saying that they were ser d t':e group was

important to them. \d
T,

Analyze it Y.
&
To certain trainees, the best way to settle the co the@lem instead
of the emotions. To avoid oneself from bein ith th@wmbers’ strong
emOtiOﬂS, participant G Changed his 1 me more prob]e[‘n_
focused.
Sometimes, the anxie m the person focused to

By using problem ori@ Wopr ad?t'k!paﬁ) tried to impose some structure on the
group to be more &thnvtle}ﬁ usdsd¥ the conflict.
P 4

A\ &
Mo N
The counE rainees shared how they behaved towards conflict in the group. The

negatl tions caused them to either stop further discussion on the conflict, to ignore
it, to uiet, to act aggressive, or to analyze the issue. They acted that ways to control



o
(U8}
O

their own emotions as well as the members’. They hoped to contain the conflict from

getting worse. \T

Based on the sharing, it could be concluded that majority of the trainees eveloped
negative attitude towards conflict in group counselling. They experienced {any negative

ith the aversive

feelings like anger, sadness. disappointment, fear, and anxiety dur" Nicts, In terms
w

of cognition, the trainees had developed conflict scripts to as

episode. To them, the conflict was counterproductive for the up progg,hdgionﬂict

brought more negative consequences to the group dyn%d to tieir ag’e @mup
2 Y

counsellors. Conflict exposed their weaknesses as seIIM\al mad@hey look

4.3.4 Research Objective Nt 4: c;plo* th CIU@r trainees’ perceptions of
urigg confli r

group leadership functions d

onfi€t

N
Twelve counsellor tra&&ere' ived ﬁwd out their perception of group
leadership functior@ conflict= ;-ouK(cgunselling. They answered three questions
pertaining to t % he 51#;"\“ d (1) How do the counsellor trainees’ define
group lead%nctions in group B

roup counselling, and (3) What are their leadership functions during the

%4

1selling?, (2) What is the trainees’ perception of

heir Lo

t
coffict 1§ group counselling? These questions tried to understand the trainees view of
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what constitutes leadership in group counselling and their perceptions of the roles they

In helping the trainees explore the question, they were encouraged to% e concept of

are supposed to play during the conflict.

Group Leadership

leadership from their experience being a member or a leader i gwunseuing, from

readings, and from discussions they had with friends or | s wo@es have

been identified from the interview: (i) leadership skills andi§Q) persongl dis s‘tio.Qs"\Y'
K
Leadership skills Y. \o’ ’\)T
N -
Majority of the participants perceived leadel'l\%;roup ing §having a leader
ntrol

who is able to guide, direct, facilitate, and he MTO §e@en -
Jd N

KOdescejd tté@ynamics of leadership

group. Participants C, D, E, F, G, H

that &ader is responsible for the

functions in group counselling. Pgrtm;t L’

running of the group. Particip | §
'3 L 3

In my opinion, leag ip is a'U y

controlled by the oy, 1N X

into the groupg\leac erp

(Participant L,

% N
As a group leag€r, hSwwas fi to Qde the group towards its goals, to facilitate
interaction,\Avide group struct@fo work on issues, and to stimulate change in

ership in group counselling refers to the leader who guides the group from
inning to its ending. And, how to handle group dynamics from negative to
positive. (Participant J, 2-4)
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I think leadership is like mentoring, facilitating the group members. The leaders

need to explain what their roles are in the group, and group norms. The
leader must lead well, facilitate and mentoring. ... Leaders’ role is 1o nigge z:re

that they (the members) have clear direction, so they will not go ¢ heir

discussion. Leaders must always have a sense of how to care an nein for

group members. (Participant I, 2-4, 10-12)

A group leader should be the one who guides the members 0 gork R their issues.
N?(? leader will

For example, the group plans to talk about self-confidence, 1
~Confidence issues

> g nM.an%_for

members to have insight to change. (Participant G, ’ (}

initiate the discussion and guide the group to focus
(Participant D, 3-6)

n

Leadership is how a leader leads the groups lo reac

A leader could also be described from the way he practic® his pgwer igfthe Jxpup. The
V

they e&i over the
'ag@SUp members to

trainees reflected on their power in term of howguc inﬂ*\en

decision made in the group. A leader should o%e’lble to ¢

see beyond their personal differences so% theyﬁ?%t
% "

;sﬁ“ﬂ working alliance

within the group. Participant B said,

u QS
In group, the leadership i \de iston,_n k'ng\%)w to guide the group, to
s ‘ipi@‘es with the public concept of

iggerequires the leader 1o entertain

the power of a leader would slowly

diminish and bege ed b¥t e pPpwer @in the group. At the beginning, the leader
b 4

exerted mor@e especially in ;ag;ﬁing guidance and direction for the group.
N

However, xmbers gained confident and understood their roles, they became more

act@ iding on the themes and the flow of the group discussion. The leaders would
monitor and intervene when necessary. Participant 1 shared her observation of how a
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leader direct control over the group was replaced with more “friendly’ role as time passed

by. She said, \Y~

The leader leads a group. She is the one who recruits and chooses m ry and
then leads the members. In the beginning, he will lead and give in (on more
often and, the members follow. After several sessions, the leadin 1¢ lesser,

and it is more about facilitating. That means the members and Rg leader can
shape the power of leadership in the group. (Participant 1, 2-5)

-

Finally, as a leader who was equipped with the requiredskills, We @as held

responsible for the group success. Participant H said, .
° A\ | S
T~

For me leadership is like being able to control t oup Sefyi n wll. Aggd having
all the skills required to make sure that thTon S
e

control conflict and be able 10 use allgth un

communication skill. (Participant H, 2- (

stul. Ry' able to
kills ®Pecially the

&

cglselling was of

A,

someone who could provide structure, é Dfaﬂi ate, Bin g@e group members to
e thei

Y |3 $
Personal disposition % | 0.
N \" ‘&
Another dimension of IM'p i&@racte§uw leader. Participants A and H

acknowledged the i@ce *p fc\ll &macteristics of a leader. Participant A

stressed that a %khoul? e g:o le@ble and possess positive energy to make

members fewomed and accept\ articipant H said that a leader with the right

attitude @eop]e might encourage members to look beyond their limitations.
v der should be knowledgeable. ... One of the things a leader should do when
il

ing a group is to portray positive energy. He should be positive. He can have

Taken together, the trainees perceptions omﬂslw

an image that makes the members feel welcomed and comfortable when they are
in the group. (Participant 4, 2, 63-635)
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Maybe understanding people, I think I would be good at that. And, my attitude
towards people. I am positive and I do not judge people. So, maybe that he

as well. Even though I am not good at my communication, having thi% of
attitude helps me. (Participant H, 41-44)

A counsellor should be someone who not only feels good being who he or%was but
also accepted others as they were. The trainees should be knowledg% understand
the group dynamics. And, possessing the right attitude towards othevs them be more

responsible with their words and actions when they were with thlorSmp. l

hallerfgin 'ej{ﬂ;d.

& % 1p sKi/R.than of
it péw MEmbdys, lea@; facilitate

them to another level of self-awareness. Shexbpower ov g@<% when deemed

necessary. As a whole, leadership is abo %bilit e$ {Q perform leadership
0 )
skills, to be knowledgeable, and to hae\smve itud Ogvai@'ther&
N

Leadership Roles O)Y. IU‘ [ 4?
N

The way the trainees per@ir le‘der {p roleséthe group would be influenced by
their definitions of l@p. hg trayneds’ ﬁgaeptions of counsellor roles could be

organized into thre@emes: i) agaJea i) as a catalyst, and (iii) as a participator.
N

In short, the concept of leadership in group counselling is g

The trainees observed group leadership as encompass

personal character. A leader was expected to re

Two trainee L, hesitated on c@!ﬁng the appropriate word to address themselves
in the g@th words, a leader and a counsellor, evoked different feelings within
the@aid,

" somehow “lead” give me pressure, which means I need to know everything. It
requires me (0 know more, and be an expert to the members. So, somehow it



creates pressure on me like I am a higher authority figure in the group. If the
whole process seems 1o be like that, then I am not comfortable. Whei
shared, I liked to pick up some important themes and asked question a%z;w
themes. So, that it raised their awareness about what they were tal
(Participant 1, 10-16)

.

because
le with the
eader. So, you

I actually like the word “leader”, rather than “counse
“counsellor” seems a little bit serious and somewhat not cagfor

group members. If you used “leader”, they said, “Ok, you qge th

are the one who leads the group. You are the one wh instruction to the

group. So, we 11 just follow your instruction.” Perha /eac#r can be an

mepb®g. ey need

opifions @’ rl?c[{VQ)r
N

responsibilities they need to perform. s, they hayefto b@:‘:to perform as many
roles as possible. One prevalent role min % - .‘fﬁe rois PAEpais E,
E, H,andJ said they preferred%g;ltor 1

wilities

As leader c
In describing their roles as group cocselXos, N ed Agalyzed the many

9

' -‘a‘,
\'eg ed 10% ill. To facilitate means they also

have to listen, guide, giw .. e isalate (E%fssion,
¢ (_)
I prefer to thd faciljtatey 1 lc’.‘ 1 @ not like to play the teacher or the coach

role. I likgroYagilitatg, &nd fli the saqwe time, control members’ behaviour in term
of theirgh rsonal ¢
theresssduicthing I need (o i Icééne I'would do. As a whole, I prefer members to
int with each other. [/'tl;e% were a need for me to give advice, I would do so.
Re to share my experience with them. But, I prefer to listen than to talk. ...

M r0 listen to others’ ideas and experiences. 1 let the members make decisions

W hemselves. If they do not have an alternative then I would help them. If I see

embers agree on the issue then I would let the group continue. If not I would
discuss with them. ... I also use many group activities to make members

yménicagen. I like the group to move on its own and if



understand each other. I usually would decide whether the activity is suitable or
not. I only choose an activity with a clear objective. I prefer to use activif
group than to focus on discussion only. (Participant J, 6-14, 71-75, 76- 79\

As a group leader, my role is as a facilitator because I did not provi an,aﬁrecl
intervention. 1 did not ask the members to follow what I said. I need to¥ucilitate
them to develop and get ideas from the discussion done in the gro articipant

K 8-11) V

Most of the time, I act as a facilitator in the group. 1 L'Wthem to discuss
about an issue. And, 1 let them talk and share their expe 0¥ or dpinions about
‘1od 4 et the

an issue. Sometimes when the situation became v

{%

>rsepac!

v, if

energy back into the group. I gave them some qu
experience related to the issue. I tried to observe

Since the roles of a leader were quite dymf\%

participants C, G, and B provided a mor istic pi

other more challenging responsibilitie%‘ead&s Tipyasai

As a group counsellor, o eduddfor,
necessary. As a leadergn skif trainerto irgh

S 1 CRCOLF

cope with an issue, an

8-10) N N

As a leader, a lor, ewJisgor, a ivator, and a problem solver. And,
doff the

some sort li S !sn on their thinking, behaviour and

psychologi @p1ates. I is 1o /Q’[J) the client proceed. to become a better
person. . % pl’n_ ordhe’dirg®wons of the group based on the group goals.
but I'w %) adjust & cirrerspective whether the direction is correct or
not. il 1o examine the r@f} goals and the expectations of members. 1will
try the members to support each other. And, I try to make them work as a

instead of individuals. And, search for their resistance, whether they are
vith the group goals or not. 1 will identify the strengths of the members, and
copipliment them. Sometimes, 1 will use some activities, but it depends on the
characteristics, readiness, and openness of the groups. ... to help members 1o
support each other, and to move towards their goals. (Participant G, 5-7, 60-68)



The trainees perceived their roles as well rounded. They have to be a good'&ger.

advisor, facilitator, educator, motivator, skill trainer, an expert, and probler %. All

these different roles demanded that they be well trained before taking u%]eadership

role in group counselling. V
As catalyst z l

Group counselling should be a safe setting for members to @y new ways of h'avué’st.is

the leader’s responsibility to transform the group into a triwging engirbnigent. P'T-tvicipanl
\| Y

Eﬁa Mo the r@ catalyst,

he motivated and encouraged them to learn fi 1% other. :Q
I see myself as something like a ca% or a I\ it j@beiweeﬂ members.
1

Also, 1 give some motivati §TOwraRe 'meglhers o speak more.
Sometimes, they are not con owwvhar@ ity @ to say, so I provide
them a platform to share. (Pariitggint ¢ ~7/) -5

N
Furthermore, participants B, QL Iyand G gaw ‘dtla$lalysl they also acted as an

il@ﬁal drive to be more receptive

A observed the group as a “platform™ for membergto grgw.

agent of change. They stil%te rs’
towards change, to be n@on\ | 'to bt*-?"control of their life.
‘ 1 ¢
royp [ wint é gy that the whole group becomes more able

the exteg ‘tors 10 ndore sgrnalized, meaning they do not point to the
issue auMNde themselves but (%Aher learn to take responsibility for their own

act N articipant B, 28-32)\

S what 1 understand, group counselling is different from other types of group.
cuses more on members’ self-awareness; and, 1 want members to face

When I lead
to managg 'e?l welf a¥ to &mge their locus of control from focusing on
g ‘ :

nselves. What 1 mean is, 1 want them to understand themselves deeper and
confront the side they do not want o see, the dark side. I want to help them be

congruent. (Participant C, 16-20)



I really want to help the group members. | want to make sure they learn
something for themselves. I want lo see the changes in their lives ﬁ.'o

beginning until the end of the session. But, it is not easy to do. I will dg W
and help them to go deeper and deeper, session by session. (Participay ¥ 3)

As mentioned by participant F, being a catalyst in the group was denw The trainee

hoped by being supportive, he could help members gather the stwto do a deeper

exploration of their life. \d

®
On the other hand, sometimes leaders need to be a bit mofNgjrect with th irfel;?ks,

By sharing the group members his thoughts of thele cipm\?'C p 1ed@1crease
sty
When I was the leader, I have been nN trie@ﬁgunderstand s
W

group members because after ﬁ¢o ing th;\“‘wt 1gclass 1 learned to
1"

empathize and not 1o blame other ut asdsbrzNge pergeg>Now | ask and after
éause 1 want to blame

their self-awareness and motivation to improve t

that, I will complain and critisg
them but to let them know an

weaknesses and to move fo
51) ‘

As a catalyst to change, thewees kF need; repare the group environment to

be therapeutic for learmz\to ke ce ﬂ@fpropriate context is established, they

could stimulate meders ,o

congruency bet t inte& he eﬂ‘e\rnal selves.
<&
$

sfase s wareness, to know their
I in @fmure. (Participant C, 46-

0 |
tryf neyy elévney, explore their weaknesses, and achieve

As partici

Somagtim eing someone of authority can be a hindrance for leaders to connect with

group members. For participants D and 1, they preferred to be a participator or as one of



the members. By doing that, they wished to gain better understanding of the members’

world and their problems. \Y.

When I'm there in the counselling session, it will be just me the norgdl pgrson,
not as a counsellor. I'm more like a peer with the group, trying to&ommon
understanding of their situation. (Participant D, 38-40)

By being a participator who interacted at the same level with the gWembers. the

'cignts i\, K, D, L, L,

arowgh &\admsellor
®
ecial fand s lf,revt%ggg.

me{i/RTlarities
Yn

ther hand,

If. l?a@zmes when I asked a question

members as a mirror o
or when we discussed somg,

I do have this type off ing in'm ... " 1th& are like a mirror to reflect on my
: 'ipanéb 3-37)

08 s responses, it seemed like “ch,

own emotion and (11K i}

¢
peofle coRt & 1 hecause that someone has some kind of
e. If got, pe
eg¥ soméh gse pdBple are the reflection of me, some parts of me.
ee them as [7(!}’[&18. From them, I can see my strength and
=/ hen they did ndNgdme, I would say the issue is in me. When they
tur me, 1 could say the issue is in me, and I tried to solve it. Then I would

part to help them. (Participant I, 24-29)

YO ot be meeting each other. So, when the

Seve inees, K, D, and J felt they gained more knowledge about human development,

and at the same time became aware of the complexity of being a leader in counseling



group. For participant D, the group fed her curiosity about how others perceived

themselves. \?

From the group counselling that I had recently conducted, I'm q¥le rious
about how other people perceive group counselling. The second thi ould be
my view towards them. [ know each of them has their own so lem, I'm
curious on how they perceive their self-confidence and whethgr thelyare satisfied
with themselves or not. (Participant D, 22-23)

Even though the trainees were actively involved with the grou till pdhered to the

leadership role. For participants K and J, the group flows aMiythe 't‘Meraction

oy
patterns they observed between members affected ther@@nally Y th .&{m\@yed

the challenges. Participant K said, T \ \,Y.
It is challenging. I do not deny that ggo Ncru engifg because 1 have
to take into consideration so many headW§dany heads fgRan n different ideas,

behaviours, and so much pcrsom%kgrom ' ,}d\,o T
eﬂj()y i[ th’ﬂ ] can [eada 38SSI()I7 IO lydl S ()S]@ clTa’]geS In ’ne”]bers

it styp&S when 1 failed. 1 do not

Q

)

like it when I cannot do as I p

d qr.
(Participant K, 37-39, 47-4R' ’ %\
C—) N
d
As a leader in group co@g, [hi \Henship trainees established with group

members is important W Oroup l as @ﬁ"\eir personal development. Through
e

L 2 (,)

their participation e gfoup. fh ame\@.yare of some of the similarities in the way
: P 4 :
they experienc ealt wit eIssua%. roup counselling opens the venue for them
R -
to understa selves and other®\Pinally, the trainees gained personal satisfaction

when t%e able to perform the role of a counsellor, interact with members at the

sa vel¥and go through the ups and downs of the group process.



To conclude, most of the counsellor trainees were comfortable to assume the leadership

roles in the group. They preferred to facilitate, guide, share information, motiv@

assess the group progress. Several trainees saw themselves as a catalyst So%ivate
members to try new behaviour. They found satisfaction when they c*!d encourage

members to be more congruent with their life, confront their weakn% nd be more

responsible for their acts. Some trainees believed they could 1dw the members’

world by being personally involved with the group dynagge® B pw,de the

leader’s role, they felt more welcomed by the members. ey discqvere tl)e

many similarities with the members, especially in the wa hey (yal wigh pe 1 life

issues. As the group progressed, the trainees also pgent 1@‘1 al z@tessmnal

growth. The group became the mean for the s@lore oth ple@orld as well as

- A,
theirs.

C—J ) Q?,\
Leadership Functions \ j > i§,

N
The trainees took some time % on t: rle dels unctions during the conflict.
\hs le

ad p functions were identifieed: (i)

""S

From the data, four subt 1el te'i
%
providing meaning, ( ‘“ ting \? ’ (lll®<ecut|ve function, and (iv) providing

support. The traln ibedfhowm they pekformed and applied the different functions
’J
during the co b 4 Y-

llor trainees shared how they attributed meaning to the conflict they

encountered in the group. They applied the knowledge on group development and group



theories to understand the conflict. Once they derived at its meaning, they discussed it

with the group. Participant L mentioned the importance of the leader to obs*igd

evaluate the group dynamics before he or she engaged in interpreting the ever %

Another thing that is important is group observation. ...I need bserve the
reactions, attitudes and behaviours of group members. (Partici antQ 71-73)

Once the leader is certain with his or her observation, then meanin aluation of the

event could be established and shared with the group. Participan 3 an‘j A described

how they processed the conflict within the group.

®
¥
Is. 1 usedfgu 1017!‘ ro\cl?t her
70_{b '()171@71(36‘11'011
to let the member understand her feelings. I w( ; ‘\e&phn

d 1 ique\rom REBT
by focusing on her irrational thinking. [ M{ if t%"re s irr&nal thinking
%? ffec z aéﬁr and feelings.

I asked what is going on. ...Some 5) 8@’%’75”'00%501” the conflict they

#h me to tell them what 1

] tried to find out the cause using the exploratio
think about the issue. I would look for the pog

had in mind. And, for them

(Participant H, 187. 189—19?’-19,
(o S

[ gave my points from the, 1ird\;§’ A

might ask other mg [0 j()'n. O 1 strdigift away showed the blind spot and
thenmwydegand we grew through our sharing. ...
¢

Crjong nslﬁ’a)uach other. (Participant A, 201-203,

discussed il. ... J0 e
during the shqin
204, 207-206% ’ O
&
E% J v-): -3
In providing mOgNIItg, the trainees, us‘igzt.he attending and exploring skills, engaged in

exploratio Nualion, and interpretation of the conflict episodes. Through the process,
eg

the 6

ped to shed some lights on the conflict.
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Facilitating sharing

Conflict can be an unsettling experience to certain members. Being caught in t N;ss
cither directly or indirectly can trigger some negative feelings in them. F with the
situation, participants A, E, and K believed they had to encourage membeYcﬂhare their

feelings and ideas about the situation. At the same time, they hgeNmbers would

evaluate their roles in creating the frictions.

When two group members shared different ideas, dd eth[ their
chance to share their ideas. So that, I could let g X |
asked some questions to encourage them [0 ex e, " o Vogtying
something like that? Can you explain more to i & hey, wwz.lld sort
of understand a little bit about their roles. Yo Their )'W()nsjbi[[fy

towards other group members (Participaﬁw

1 would facilitate and guide them ... T()N m know t ‘easo@r their feelings.
From here, they would understand gch other.

X 'iou@le minute he says this

rtgﬁmt K, 76-77)
N

thoughts towards each OK confli®r’ Sometimes, the trainees had to

confront members to bg-rBagonsiple W qir @s.
o &
D eprint,
The trainees% ed their experien®gfsing power to maintain the social structure of the

group, P@nts B, C, F, G, J, K, and L shared how they applied some control over the

ird%ion. Participant B reevaluated the group structure to determine how it has

Executive functh%k 2

gro
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(W)
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contributed to the conflict development, and to modify the structure where necessary. He

said, \Y"

[ recollected the information from the members to find out the a.s;i(%f the

conflict that not suitable for them, or whether the way I structured up was
not preferable to them. So, 1 checked what their expectation vards the
group and what kind of groups they liked. 1 would check on tgose Mgngs before 1

planned for the next session. (Participant B, 204-208)
Participant G, on the other hand, directed the group to adhg ts Yuleg. lle fogused on
asking the members to respect each other if they were to sofye the'conflict. aiﬁ,.\Y'
If the conflict were of the more serious type, like Pggonal Gl 'k, Jhvoul .ko back
that e’ have to
'auﬁ ONGE confiRnd discuss

to the ground rules. 1 would mention, “Our §
respect each other”. Afier that, I would g

it in the group. (Participant G, 158—160)‘ :

As for participants C and L, they resorted (mg d\[C\C

the conflict. Participant C said, Py C}
“ Q=
I gave her some advice. I askcw% 0 go d ﬂm}"the advice or the story

I shared with her. Or, I sh 1er §ome X
read them. (ParticipanfC, 183) ( o

participants K and J used@th '!y poaFer to @re the members to engage in some

N
kind of activities. Th@he c%&’!he%(ejmbers could unravel the cause of the
conflict, as well t&conty’b tiogft lt.ﬁﬁcipanthaid,
29 vt
ate

I wou@l the issue that pegsed the conflict. If I could rationalize the issue,
then%l d confront the meners.... If they were feeling uncomfortable, I would

ies. I hope through the activities, the members could understand why the

ha.\q{

do
0

N
ict happened and how they could feel comfortable again. .. This allowed the
mWwbers to evaluate and self-criticize their actions. (Participant K, 192 — 197)



Finally, participant F would gradually impose her power over the group in order to

contain the conflict from getting out of hand. She said, \i

[ listened and tried to understand what was happening to him or hel.."Liglen to
all he wants to talk and try to figure out what is actually happening person

or to the whole group. We will discuss together. ...Then, I voiced views or
opinion to him. If it were still out of control, I would pull him gut of Rge room, and
talk to him personally. If not, other members would be affected oWgffended by this
group member. (Participant F, 140-141, 146-147, 141-], 3)T
l
The trainees resorted to using their power as the group leadﬁ: ess\abﬁd;ey used
¥
the power to encourage members to follow the group ru@mgage n CLQL&?)/, to

g x
work on their goals, and to maintain the group flow. Wmm&\be\ Thee %“gfcised the

power to some extreme by directly alienated q@e}er fon t ,ml@fearing the
IS
&
> TP
\ A‘Q
: : N . :
As leaders, the trainees reahzetthe ole wag to pfo e@nbers from psychologically

person would offend other members.

-9

Providing support

(
challenging situation, and to_give pox\ ofr@nent when needed. One way to

do it is by asking for clarg No in @bers@ing. Clarification of certain phrase
or words enabled the (%c\ ang tife 't(&) ﬁf&{:rstand the issue as it was perceived by

certain members% pant?l B :n H@ed how they showed concern to the group.

Following argsoWge excerpts from the Yipants.
&

nflict happened, I was ready to open up myself, to share what 1 really
and felt towards the group. I appreciated them for speaking it out, and
encouraged them to talk more on the issue, describe more. (Participant 4




I will ask for clarification if I do not understand a certain phrase or I feel the
member needs to explain certain words she used. Normally after a person s

other members would respond. They asked, “What do you mean by that? at
other times, the group is silent. So, when it happened, I would ask for ¢/Sus ion
and encourage them to elaborate more. I like to pick up on words ‘% 0 not

understand and then ask them to clarify. So that they can elabgrate and I can
better understand how she perceives things. (Participant D, 5 9-65&'

In my experience, when members had conflict towards o% on, I tried fo

¢
understand why and then I would make sure they faderMand why she was

1 iiean it is my
responsibility to make them understand each other. icipang N0 ¢¥7)

| ]
It is important for the trainees to show their concern an@t for the 1 qe&@}g;g

the trying time of conflict. They spent more time |iStpm as% ariﬁ@:)n, and
supporting the members’ sharing as much as tlf$t did &ejudge or

impose any personal value on the sharinM d, the the@%mbers express
themselves and learn to accept one anoth % >\71 @
< S

In short, the analysis reveals that the II‘NES ive w\&n applying the leadership

functions to accommodate the%zcss of ghe ¢ nﬂi@ne tried to experiment with
5
the power entrusted to main%e a@l-q amhg 'fqover the group dynamics, and at
the same time encouragaee Sxpre i 'eelh@nd thoughts among the members.
¢
.5

As a conclusion,&part’o the fla aﬁfxs has focused on the qualitative data. The
=

counsellor traiﬁ terview data we@'nalyzed for their experience with conflict in
group €O ing, conflict management strategies, attitude towards conflict, and
Nl group leadership functions during conflicts. Table 9 summarized the

theme subthemes as shared by the participants.

behaving that way. It was hard to make them under

By
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Table 9: Themes and Subthemes ldentified from Qualitative Data Analysis

Themes Subthemes Participant
A B C D E F G H 1 L
Definitions of Disagreement in ideas N N J P
conflict
Triggering factors Counterproductive N NI N

behaviours
Personality differences NN v v N

Expression of negative

emotions
Communication style ~ q N N
Discussion of sensitive l N

issues

Incompetent leader '\/
Conflict Disrespectful v v N

behaviours ’

<<
<_

development Defensive behaviours N N }
Reluctant to share Y'
Lack of progress

Conflict styles Avoiding N
Third party

Group skills Attending skills

Confronting skill N \
Blocking skill ~
Facilitating skill (4] > P

Personal Creativity Activity ‘(? T
Personality assessmerN \A N
Affective Negative emotjons ,e'\/ o 3N
component Overt expres lJ 0 J J
Physiological changfs ;I‘Q NI NI
Conflict scripts Contflict jstance ' NEA N y N
Contfli veaRnes v % N f % NI
ConﬂW‘a ure I N N S Y
Colisng o y R

Behaviour it (@)
component (%;elt 2 $ N N| N
egome quiet : Y. N N W N
. s Turn aggressive C}’ N NN
Analyze it N N
Leadership skills N N N N N AN AT AN
Personal disposition N N
As a leader N N Y =
As a catalyst NNy NV
As a participator N N NI N
Leadership Providing meaning N N N Y
Facilitating sharing N N o

functions



23¥

Executive function NN NI
Providing support N N

2.2
2.
<_

The second part of the data analysis will continue with the analysis of the hy@h of

the study. There are four hypotheses to be analyzed. A

4.4 Quantitative Data Analysis Vz

This part of data analysis focuses on the quantitative findings ;s lo answer four

questions related to the second objective of the study. The da alygis 1 )vith the
| | Ng
introduction of the subjects and follows with the presenjg data dhal Jn @amh
b 4
7

uestions 5 to 8. Y.
q NV S -
4.4.1 Background Information of Particip\h

The participants for the quantitative da ctio jsted 8?1 graduate students

from the Guidance and Counselling at tisfacyty ofA cational Studies, UPM.

They were randomly selected orWstud’nts ! . hSd@mpleted all the compulsory
counselling courses as designated 'Dthe ara stﬁasjprogram. There were 24 females
and seven males, with a f&\aﬁ 0 48-4 rs (r@ = 25-39 years). Of the sample, 15

N
were Malay studems%\er Chi b‘!m(;—,('wjo were Others. The majority of the

% were in teaching posts, and the other

participants wer woyyj (7lz(y ’@0

12.8% incluwr rian, research asgwunt, and others. None of them had attended a

\
workshop %Xﬂict management training. See Table 10.

S

/s
X
£

=4/

.



Table 10: Demographic Information of Participants of the One-group Pretest-Posttest

Experimental Design \i

Frequency Percent Cu1alat'a

Gender Female 24 77 .4
Male 7 22.6 W

24 77.4 4
7 22.6 l(i0.0

Age

Ethnic group Malay
Chinese

Others

Occupation Unemployed
Teacher
Librarian
Research
assistant
Lecturer
Others

4.4.2 Normality Test

=

lxty(z%r. The findings on the normality test

are shown in Tableg. valfes of ssand kurtosis are to explain whether the

variables are n dist 'flf thve? values of both skewness and kurtosis are
between -1 respectively, it ig@\ﬁtes the data collected are normally distributed
(Montc oyse, 2002). According to Table 11, the data of the four questionnaires
thatwere llected in this study are all normally distributed. For example, the skewness

and kurtosis values is -.109 and -.307 respectively for the Knowledge on Conflict, -.349
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and -.457 respectively for the Conflict Management Strategies, -.709 and .503

respectively for the Attitude towards Conflict, and .685 and -.392 respective]@

Attitude towards Group Leadership Functions. Since the data were normall %uted

hence the data collected was eligible for the parametric statistical tests Y

Table 11: Test on Normal Distribution of Question w

Questionnaire

Knowledge of Conflict
Conflict Management Strategies
Attitude towards Conflict

Attitude towards Group Leadership Function

4.4.3 Inferential Statistics E: ,
In order to answer the researc/%or]%%@s were given a set of
questionnaires before and afte% tended the orqﬂ*bnanagement training module
‘S £ & .
workshop. The questlonKN:onsilte\f\dem@hy information, knowledge on
> <)

conflict, conflict man wt strate
i a ¢
ions.

) g4
d;? th@dy conducted the inferential statistics to
i mPle $

test hypotheses:%ue paire

group leadership fi



4.4.3.1 Research Question No. 5: What is the effect of Conflict Management

Training Module on counsellor trainees knowledge on conflict? \Y'

ey

Null Hypothesis: There is no significant difference between the prtt&lnd the

posttest scores on counsellor trainees’ knowledge on conflict af ey have
completed the training module. V
There was a significant difference in the pretest and post ords o lhe caunsellor

trainees’ knowledge on conflict after they have complefpd the Cogflict ang%e"l\ent
I ’ -

Training Module, t (30) = 17.977, p <.05. Thus, the nul

Mez Std. NS Si

eqi% %‘(& A.(L t )

CMTM Pre 4 o 3% A 17977 .000
% 25

Post ‘ ] QC?
Y
; £ 3
The mean comparison showed% icant dffe fé N&e trainees’ knowledge scores

(0

before and after the trainj Nhe m':alNre be the training was 49.48 and the

: )
increa i21.200mts. The result suggested that the
’
i

n
trainees showed p angffs iMth ir.ék@ﬂ/ledge on conflict, group leadership, and
Biter t

posttest score was 70/ M

’
conflict manag %rategies &ttemtmg the workshop.
N4
AN S
Paired sam st of the items on the CMTM showed that all the items were significant

at p,< -O%le I. The result suggested that after the workshop the trainees’ knowledge and

understanding of conflict, leadership functions, and ability to handle conflict have shown

significant improvement.



Table 13: Paired Sample t-test Results of Knowledge on Conflict

Mean scores  Mean Std Dev

dif
Pre  3.65
Pair 1 I understand the objectives of group counselling.  Post  4.48 839 735
. " Pre 3.74
Pair 2 I understand the responsibilities of leader frs P )
i in group counselling. ost 4.68 935 727 61" 30 .000
. I understand my attitude towardsss leadership Frg
Pair 3 ; T Post
in group counselling. .000
. 3 Pre
. I understand my functions as a leader in
Pair 4 B : Post
group counselling. .000
Do
pair 5 I understand the functions of contlict in :)m‘
ay group counselling. ost
- - Pre
6 [ understand my attitude towards conflict el
Pair in group counsclling. Post
7 I can identify critical incidents in
raw group counsclling.
I understand the different types of conflict re
Pair 8 in group counselling. S 000
9 I understand the different approaches to %
Pair conflict management. ? .000
Pair 10 1 acquire some group leadership skills? 000
[ can handle intrapersonal gonflict
.000

Pair 11 in group counselling. : %

- I can handle interpers Mﬁct in' \ ::rc‘ :
Pais®? snietiseliings & 20 301419720 10977 30000
I can handle gr Ncont jctin | % e
Q ¢ kit 374 1387 667 11575 30 000

Pair 13 group counsclli

J
/’T ) N
’ y’
paired sample tRgst ¥t the items on tha\@.showed that all items were significant at p <

S

Nults showed that in term of knowledge on conflict, items 5, 6. 7, 8, and 9

.05 level.

were nt at p < .05 level. Item 5 has [t (30) = 1.548, p <.05)], item 6 has [t (30) =

1.387, .05)], item 7 has [t (30) = 1.581, p <.05)], item 8 has [t (30) = 1.742, p <.05)].

and item 9 has [t (30) = 2.677, p < .05)]. The results suggested that after the training, the



[§®]
(@2
3]

trainees gained an increase in knowledge about the functions of conflict and their attitude.

They were able to identify critical incidents and could understand the differenthe of

conflict, and the different approaches to conflict management. 3 ; ,

In term of the group leadership functions, items 1, 2, 3, and 4 were signifig@nt at p < .05

osttest scores

level. Item 1 has [t (30) = 0.839. p < .05)], item 2 has [t (30) =0.93 W5)], item 3 has
:he

[t (30) = 0.935, p < .05)]. and item 4 has [t (30) = 0.935,p <.

suggested that the trainees have better understanding of 0 ecti%&sdﬂ group

counselling, their attitude, and leadership functions in g%nsellh : , _{'7
b 4
3
rgﬁn

egie%ﬂ?l%s 10, 11,
12, and 13 were significant at p <.05 level. l\%@g [t GO Oq Q(: 05)], item 11

;@md item 13 has [t

has [t (30) = 1.484. p < .05)], item 12 ha 30) = ™%
\
d "1at oF th@ rkshop, the trainees

(30) = 1.387, p < .05)]. The findin e )
&

believed they have acquired so 2 SI and werdDetter able to manage the

intrapersonal, interpersonal, ar% level ; nifli t}' 0
NI

4.4.32 Research Qued& 0. G Whyf is § effect of Conflict Management

Training Module on %&\Hol tifai gt

onﬁ‘lb
Q— ; ) %
Null Hypothe 'wre is’ ngrSighifi difference between the pretest and the

N

posttest sc& counsellor traiﬂa’

have o%d the training module.

There WHs a significant difference in the pretest and posttest scores in the Conflict

As for the trainees’ ability to acquire better conﬂi% ge

t management strategies?

conflict management strategies after they

Management Strategies among the counsellor trainees after completing the conflict



o
N
(U8)

management training module. t (30) = 17.422, p < .05. Thus, the null hypothesis is

c}v

Table 14: Differences in the Pretest and Posttest Scores of Conflict Ma&ent

Strategies Y.

Mean Std.
Deviation
CMS Pre 83.81 10 809 .000
Post 106.13

The mean comparison showed a significant diffene scoref fo andVTter the

training. The mean score before the training was 81 d lhﬁ pO

an increase of 22.32 points. The result su\ahat the mp@ showed a big

increase in their ability to apply conflict m mcnt Str % e&j?ey have completed

ﬂ \
the training. A%
N
Table 15: Paired- SampCt -t88t Resul ]t @mauement Strategies

Mean  Std. t df Sig
pair1  Respondto nonvﬂco mun?
S

903 .651 7.726 30 .000

Dev
é;z 3.19
Pair 2 Respondto AR t 4.29 1.097 .651 9.382 30 .000

’ f;
X~ 1
pair 3 Focus omithe nflict \, Post 4.19 1.194 873 7.616 30 .000
A O

\ Pre  3.39

Pair 4 ?| \ one issue at a time Post 4.23 839 583 8.011 30 .000
Pre 3.48

Pa e to manage emotions Post 4.39 903 746 6.738 30 .000
Pre 3.74

pairé Able to remain calm Post 4.45 10 .693 5.706 30 .000



Pair 7

Pair 8

Pair 9

Pair 10

Pair 11

Pair 12

Pair 13

Pair 14

Pair 15

Pair 16

Pair 17

Pair 18

Pair 19

Pair 20

Pair 21

Pair 22

Use respectful words towards
group members

Show respectful actions towards
group members

Listen to all opinions

Demonstrate understanding of
differing perspectives

Listen in a supportive way, using
the whole body

Handle conflict in a sensitive way
Handle differences in a sensitive way
Reframe the contlict

Clarify the nature of the problem
Give feedback in a constructive way
Use humor eftectively

Do not prejudge

Do not interrupt the&mn o
Do not interrupc\wess' n g

of feelings

Does not@lage yonef
b 4

AVKApresenling personal op&ﬁ)

Pair é not make personal attacks

Pair 2

enerate new perspective

S

4.427 30 %

Pre 4.16 \0
Post 4.58 419 502 4.655 % 00
Pre 3.87 *

Post 4.35 484 769 3.503 Yo .00l
Pre 3.6 i

Post 4.03 419 .ézw 30 .00l
Pre

Post

Pre

Post

Pre
Post

4593 30 .000

5.666 30 .000

6.100 30 .000

6.738 30 .000

8.150 30 .000

1.000

Pre 297
Post 4.16 1.194 946 7.026 30 .000
Pre 3.77
Post 4.55 774 845 5.101 30 .000
Pre 3.03
Post 4.10 1.065 .727 8.149 30 .000
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Pre 3.52
Pair 25 Summarize main points Post 4.55 1.032  .657 8.742 30 _ .000

é‘F

Paired sample t-test of the items on the CMS showed that all the items were SiOgficant at

p <.05 level. The result showed that the trainees experience an increase oRgmprovement

in their ability to perform the conflict management strategies. S the skills they
reported as showing big improvements include their ability to r to Ieelinos, focus

ru ivel\f'

on conflict, handle differences sensitively, give feedbagk co oid .ng
giving personal opinion, generate new perspectives, an marize the m¥in poink

nagement
Training Module on counsellor trainees %Je towa

DY
o

“ Q—
Hypothesis: There is no significan ence en t@retest and the posttest
scores on counsellor trainee attzde tm’ard cqnm‘} in group counselling after
- a v.) g
they have completed the trgining¥ho < (‘JQ

There was a signific w‘e" ce INTTIC) py @ and posttest scores in the Attitude
WY
li

.@ ounsel n; S ale@ng the counsellor trainees after they have

'
completed the w manageMien®traifmg module, t (30) = 7.655, p < .05. Thus. the

S
null hypot «\ls rejected. ~N

S

4.4.3.3 Research Question No. 7:  What is thg_eff€ct

i

counseling?

¥

towards Conflict i
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Table 16: Differences in the Pretest and Posttest Scores of Attitude towards Conflict

Mean Std. df T E
Deviation Y
ATC Pre 69.48 3.855 30 7 .000
Post 74.61 4.863

The mean comparison showed a significant difference in scores and after the

training. The mean score before the training was 69.48 and the ghstWst ws 74.61,

an increase of 5.13 points. "
| S

. -

Table 17: Paired-Samples t-test Results of At tqwakd ﬂicd'

-~

Mean s¢ ean

. To me, conflict helps groups develop to ALe
il the next stage. %

To me, the group should be without

né af  Sig
A
<

2.830

30 .008

5 =
Y
5y

Pair2 o aicr ost 49 Ko &26 3102 30 004
To me, conflict can cause psych § Pr? .90 A

Pair 3 pressure to group members. Q' | § 882 -2.443 30 .021
Iaa»'

. . 78
To me, conflict strengthens re ship
SRSt (3".419 720 3243 30 003

Pair4  ,nongst group membe \ ' ¢ ;
e 3 Q,

I fail as a leader if LggannoWgesol

Pair5  conflicts in the grgup: 5 I @8 194 1250  .862 30 395
) . ’Pr c‘%.32
. I feel mentall ck when cghtlic
Pair6  pappens in jhe NQED. p 377 452 1207 2084 30 046
. Conflict fjgak e more credive ﬁa e 3.87
Pair 7 group, \C}’ Post 4.39 516 570 5.043 30 .000

1akes me more tolerant of Pre 4.26
differences. Post  4.65 387 .667 3.230 30 .003

Pair 8

ry to prevent discussion of issues  Pre  2.94
Pair tha®an cause conflict in group like Post 3.6l 677  1.077 3.503 30 .00l

sonal, ethnic or religious issues.
Pre 3.81

I will stop the group when conflict
el A Post 4.13 323 1.045 1718 30 .096

Pair 10 happens.



11 I will try to resolve conflict when it Pre  3.84
Pair happens. Post  4.48 .645 709 5.064 3 .000
I will encourage discussion among Pre 4.42
Pair 12 members to resolve the conflict. Post  4.65 226 669 1.880 ‘ \fi,om
[ feel angry when members try to Pre  3.26
Pair 13 impose their ideas on others. Post 3.58 323 1249 1.438 20 161
I feel scared when members raised their  Pre  3.26
Pair 14  voice when speaking. Post 3.48 226 1.117 3 30 .269
Pair 15 | feel happy when member shows Pre  4.55 .194 46% 1.139 30 .264
respect to ideas different from his/ her.  Post 4.74 '

pair 16 1 feel sad when conflict causes members Pre  3.61 -.065 53 M“O Y,758

to be unfriendly to each other.

I feel pressured when members argue

Pair 17 with each other.

I get worried when I cannot help to
pair 18  solve conflict that happens in the group.

| feel disappointed when conflict causes

Fair 12 group to be silent.

&
NN
d sults. Items 1,2, 3,4, 6,7,

Paired samples t-test of the itergs ongfe TC fho mi e
'S

8,9, 11,and 17 are significant at .05 % e [t (30) = 2.830, p < .05], item 2

has [t (30) = 3.102, p < &'t m 3Nias [ig(30) 443, p < .05], item 4 has [t (30) =

o

3.243, p < .05], item % P22 42 b <95], item 7 has [t (30) = 5.043, p < 08

e &
item 8 has [t €V & 0, [?< 0

N
m@Was [t (30) = 3.503, p < .05], item 11 has [t

4
(30) = 5()64&0 ], and item 17 @30) = 3.069, p < .05]. The results suggested

that after t xkshop the trainees experienced positive changes in their attitude towards

—_—

oup counselling. They believed conflicts helped the group progress to a
higher stage and strengthen relationship among group members. The trainees did not

strongly believe that conflicts caused psychological pressure on members, and they did



not strongly feel mentally stuck being caught in the conflict. They agreed that conflicts
made them more creative and tolerant of individual ditferences and less pressuﬂ en
seeing members argued. They believed that to resolve the conflict they mry to

tolerate discussion of sensitive issues brought up in the group. Y

Items 5, 10, 12, 13, 14, 15, 16, 18, and 19 did not differ signify in their scores

before and after the training with p > .05 level. Item 5 has [t (3 ’ 62lp > .05], item

10 has [t (30) = 1718, p > .05]. item 12 has [t (30) = 1.880 p >W]. iferm RSt Q) =
b3

71394 .05],

.0{5]\.@31@“ 19
0

t experience

1.438, p > .05], item 14 has [t (30) =1.126, p > .05], it his [t (3P)
P 4

item 16 has [t (30) =-0.312,p > .05}, item 18 has [t =

has [t (30) = -1.688. p > .05]. The results shWn t

positive change in their belief that they failed "8 a lg@ ;
elnw

conflict, they might stop the group when ICT hap ned,@they did not strongly
q %

believe that discussion may help N co he@ﬁees also did not show

significant change in their t‘e<fc1«ivs wards gonflyet in@%p counselling. They did not
o h

s dj

e& 1ld not solve the

’ s

rs trigd YO impose their ideas on others in

strongly agree with feeling agary c|1

the group, or feeling scgfed Wgicn rais&ir voice in argument, or feeling sad

v ’ ' C-?
when members bec urienflly to ac£ (th)e . or worried when they could not solve
N
the conflict, or ntm&mom'),silevn‘ahe trainees also reported no change in their
feelings whép members showo@pect for each other.

N



4.43.4 Research Question No 8:What is the effect of Conflict Management
Training Module on counsellor trainees attitudes towards group Ied\&ﬁ?)

functions? %

Hypothesis: There is no significant difference between the pretest me posttest

scores on counsellor trainees’ attitude towards group leadershi‘imons after they

There was a significant difference in the pretest and ttest scofes i@t e‘A@T)de

have completed the training module.

towards Group Leadership Functions among the coumgllor tgairfees aftethey had

\ N
2, p ﬁTThus, the

3

completed the conflict management training mogule, 30)')‘:
null hypothesis is rejected. \%

tég&de towards Group

df t Sig

AGLF Pre \I 19 (VY689 30 7712 .000
(\st N 1.1()(\0 7.277
[ 4 V &‘

!
’ : (_’
The mean compat owedl a shenific ifference in scores before and after the
’
&t Ofe t{e t

training. The ore bef \rfling was 100.19 and the posttest score was

111.10 sh N an increase of 1037 points. The result suggested that the trainees

exp§ ome positive change in their attitude towards their responsibilities as group

coun



Mean scores  Mean  Std. t
Dev A
: : Pre 4.32
. Accept the expression of feelings *
Pair 1 among group members. Post  4.71 387 558 3.86 30 .001
Pair 2 Help members express their Pre 4.16 i
i positive feelings in the group. Post  4.68 516 w 43 30 .000
Feel uncomfortable when members Pre 3.55
Pair 3 express their negative feelings in the group.  Post
Pre
Pair4 Feel pressured to be in the group. Post
Discourage counterproductive behaviour Pre
Pair 5 in the group (late to group; cut off member’s  Post
sharing).
. Am willing to try new ways of doing PrE
Pair 6 : . Po Y
things in the group. N
Motivate group members to look into o 4
Pair 7 their less effective behaviours. % 30 .001
Pre
pair8 Enjoy being part of the group dynamic ost 30 .000
9 Challenge group members to mak E
Jair changes in their life. 30 .008
Am willing to contribute tg ?
Pair 10 positive change in a membigagifg. : 30 014
4 L 4
Keep my distance from 4gtting \ re @
Pair 11 personally involved M& m@ Pos@.ﬂ 419 564 4.139 30 .000
Am happy when Ns how | P@ 4.65
Pair 12 positive change % up.f * 2 (Pgst 4.87 226 497 2.528 30 .017
. Find it diff} ul!kmpat?’z witiffth $ gre 4 23 N
Pair 13 group mgf s ¥fas, : Y' ost 4.4 194 703 1.532 30 .136
Proteck.m&ubers from psychologicat%} Pre 3.71
Pair 14 pres% .d by other group methgers Post 4.03 323 832 2,158 30 .039
are my experiences of the Pre 3.84
Pair 19ger dynamics with the members. Post  4.23 387 803 2.683 30 .012
ide members towardsss the change Pre  4.16
Pair 16 Post  4.48 323702 2.559 30 .016

they desired.



Provide reasons for members to understand ~ Pre 3.48
Pair 17 their behaviours within the group context. Post 3.84 355 839 2.356 SQ .025

Pre 4.00
Pair 18 Clarify misunderstanding between members. Post ~ 4.58 S81 .620 5.21 ‘ \j .000
Pre  3.601
Pair 19 Help members to solve their problems. Post 4.13 516 926 3.102 ¥ 30 .004
Help to interpret events in the group using Pre  3.16
Pair 20 counselling theory. Post  3.74 .581 I.N 53 30 .004
pair 21 Educate members on their roles as Pre
a2t group members. Post
Pair 22 Am accountable for the success of Pre
a8 the group. S
Am not responsible to meet the Pre

Pair 23 psychological needs of the group members.  Post

Let group members behave as they wish
in the group.

Pair 25 Offer advice when asked by group mcmbers\j 3_..00
Am willing to share my leadership role \\%re 3\

Pair 26 members show their confidence to lea Osh 10
group.

q IQ‘
A‘Q
Paired samples t-testsc th&items ¢n th tl@towards Group Leadership
Functions showed slightly nix\ec: ul _\% tﬁ‘
9, 10, 11, 12, 14, 15, IQI y
level. Item 1 has [t (3h. 60 p'<

e(ﬁjbms, number 1,2, 3,4,5,6,7.8,

[t (30) = 6.356, :Q, itergpdhagly (30)5.064, p < .05], item 5 has [t (30) = 2.655, p
. 5] ~ ~ Y.'

< .05], item t (30) =3.763, p <{§‘f, item 7 has [t (30) = 3.860, p < .05}, item 8 has

[t (30) 3@ < .05], item 9 has [t (30) = 2.834, p <.05], item 10 has [t (30) = 2.617,

p < 05], 11 has [t (30) = 4.139, p <.05], item 12 has [t (30) = 2.528, p <.05], item

Pair 24

41@}1.205 1938 30 .062

; 220‘:@% 23 were all significant at p < .05

e
18 has [t (30) = 5.043, p < .05], item 3 has

S

14 has [t (30) = 2.158, p < .05, item 15 has [t (30) =2.683, p < .05], item 16 has [t (30) =

5 559, p < .05], item 17 has [t (30) = 2.356, p < .05, item 18 has [t (30) = 5.211 , p <



§S]
[y}
8%

.05], item 19 has [t (30) = 3.102, p <.05], item 20 has [t (30) = 3.153, p < .05], item 21

A=

has [t (30) = 2.997, p < .05], item 22 has [t (30) =2.528, p <.05], and item 2 h\[ 30
= 2.079, p < .05]. The findings suggested that the training workshop ha resghted in
changes to the trainees’ attitude towards their responsibilities to 1th group
members’ expressions of positive and negative feelings, to discoura terproductive
behaviour, to try new behaviours, to motivate members to loo 1t0 helr less productive

behaviours, and to enjoy being part of the group dynamics.
.
~

The results suggested that the trainees also showed tltude ch@fte Q@m of

C

Y-
Y’ﬁ\ g me@els from
.

ne members

challenging members to make changes in the i

psychological pressure, interpreting events ha%w ingdh
'ng.,tho contribute to

solve problems, educating them on their group l s, nd
posmve change in members. The tramee reﬁ to sWare tk%s personal experience,
be responsible for the group success t meet ho&fal needs of the group.

On the other hand, items 13, and 3 vd_W};}ﬂ r significantly in their scores
before and after the train & > 01 le\

24 has [t (30) = 1.577 5], itgjn als @ = 1.858, p > .05], and item 26 has [t

(30) = 1.938,p> e res Its ?10 eiﬁ\&d even though there were positive changes
—— :%re and afer t‘e t{fﬂ'ﬁng, they were not sufficient to be significant.

The train orted they still fo}d it difficult to empathize with certain issues

discu the group, did not feel comfortable giving advice, and were unwilling to
share Yhgd leadership roles with group members.

ms [t (30) = 1.532, p > .05], item



There were four hypotheses being tested in this study. Null hypotheses 1, 2, 3, and 4 were

tested and then rejected. The trainees reported going through significant chan& zer

attending the conflict management training workshop. They experienc itive
increases in their knowledge, skills, and attitude. Specifically, theYﬁ ed better
understanding of conflicts and leadership functions, improvedwmeir conflict

management strategies, had become more positive in their attifade Rwards conflict and

towards group leadership functions in group counselling. \d

'Y
\
4.5 Summary % J ’ _{‘)
2 7

This chapter has discussed the data analysis for tg quaWitatiye and the qudwitative data.
For the qualitative data, four research q@ Wer(@déﬁereas for the
quantitative data four hypotheses were test%w qua 1\pq$at @l’ores the counsellor
trainees’ experience with conflict i% c snsel L Qé?conﬂict management
strategies, attitude towards conﬂ%rot%{‘@nd perceptions of group
Jeadership functions. Several t% nd su‘b her y{@een Hanified and slaborated
under each of the tOPiCKNF @t esiiz’éf{ng, all the four hypotheses are

. . YO N ) '
rejected. The trainees Ngn icgntegan es(ﬁm completing the conflict management

’

training module. in ingpro nt A=their knowledge on conflicts and group
LA
itidn o

Jeadership fundgoMgfand acq Ronflict management strategies. They also
S
experienc Nra le attitude towakg conflict and towards leadership functions as

counsailomsyn group counselling.
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