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LITERATURE REVIEW

2.1 Introduction z l

This chapter focuses on the past research carried out in the of grogp co ielf@‘he
-
adWrsh

Y—
CHAPTER TWO .\%\
N3

ipdnler p@'ﬂselling,

ager@.in group
1 toéﬁs explored and

chapter divides the literature into four main topics_le

conflict management strategies, leadership a confli

2.2 Leadership in Group Cou g ( 0
\" £ &
2.2.1 Definition ofLeade@ @uns@
: @)
s Ac¢

|
\ » §
Group work researc vifly it

& o

i¥in

lla&mg task to identify what constitutes the
appropriate meanie Wfeadersh ‘gr(@tounselling. Ward (2005) defines leadership
S

as the proces lanning, conducting, ahd evaluating groups. Most often, it refers to the

generali& ow a group works.

Group leadership reflects the overall conceptual scheme about why and how groups

work. A number of leadership styles has been developed to describe helpful patterns of
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behaviour of group leaders. Some of the leadership styles are introduced by Lieberman,
et al. (1973) who focus on four leadership functions. The functions include the emotional
stimulation, caring, meaning attribution, and executive function. Anothe&g is by
Anderson (1985). He introduces four major styles of leader beha&@ which are
providing, processing, catalyzing, and directing functions. The thir?uiership style is

iyors of which three

are positive and two are negative. The positive factors ing charismatic, and

developed by Mackenzie et al. (1987) who produce five leader:

skillful. The negative factors include inhibiting and gontr8llin l\zht@, Yalom

| S .
(1985) offers the fourth perspective on leadership. He ribea,l de hip&é& sequential
N

manner where leaders need to attend to (1) t@; aﬁo\ ne\%&mbers and the

general cohesiveness of the group process, )evelopm of@%up norms, and (3)

\T -9
focus on the here-and-now experiences. x $
&

All of the leadership styles look a?\gespt‘ 1D1I\tY ogﬁbup counsellors from several
l A

perspectives. Altogether, the st% ess op VJ‘G E(o?sellors who are able to view the

NN O

group holistically, to prov@e t‘uctu or p norms, to focus on the present, to

N
guide members to expr@ir el Ja'nci-&{mghts, to build a safe environment for
@
members to do sel% tion‘ob_g}l be@judged, and finally to provide meaning or
Yv
new perspectiv\

']

S—

eir experience. \0}’

In term@lity characteristics of effective group counsellors, the ideal qualities for
1

counsello™fppear to be almost infinite, and it is unlikely that many potential group
leaders will possess them all (Gladding, 2003; 2012). Kottler (2001) identities some of

the personal dispositions most often associated with an effective group leader such as
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trustworthy, honest, flexible, compassion, clear-headedness, self-acceptance, charismatic,
and have a sense of humor. Corey (2010) comes out with a list of personal charactggistics
he considers as deem important and often possessed by effective group lg
personal qualities include courage, willingness to model, presence, goodwﬂkd caring,

believe in group process, openness, nondefensiveness in coping with criticgm, becoming

aware of own culture, personal power, stamina, willingness to seek
awareness, sense of humor, inventiveness, and personal dedicati

|

tive lci"ld r( ladd@‘, 2012;

c@ig(ment. Past
research on group leaders’ characteristics has not identifigd anyone jparti r'p@nal
quality that could differentiate an effective from a less eMegti

Kottler, 2001). Effective group leaders possess, a chin

\of c@H\ﬁ, personal

qualities that facilitate their communicatio\% groupo‘ beré(rhese qualities
promote the successful integration of the | s and tl\’m¥ Kﬁtlp the group work
0 S

move efficiently towards a common g ddigg, 2093 ¥ O@ve other hand, research

. N o
conducted by Lieberman et al. (Idex!:eJt at @fectwe group leaders are
‘o (S

characterized as aggressive, alithojtarianp yPee,oriented, disrespectful of the

@)

members, confrontational, @ric ‘mp pria@self-disclosing, and poorly timed

N
interveners. \ P | (—)Q
Fo
L N
In short, to be f] ctive“ co@lor, counsellor trainees should possess

V
personality trz eople oriented \\hﬁcé?e they are comfortable to be with and around

other pe ng, flexible, open to other experience, self-reflective, have sense of
humoriagd gbssess good interpersonal skills.
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2.2.2 Islamic Perspective on Leadership

In Islam, the definition of leadership does not constitute meaning derived fro;{%an

experience. Islam views every man as the khalifah being born \S'hertain

responsibilities to his Creator and to himself. The Qur’an defines the stat umans as
twofold, one as a servant of Allah and another as His vicegerent. V

Y

Lo 0o XN T

S

From the Islamic perspective, | dergip is
cach in his or her own spl-&' el 2

responsible and that evergbod¥is offble ﬂ&!’vhat he does with his life (Mizan
]
]

Adiliah, Wan Mohd E cu@ Hehita2
some leadership rz&on!# ouésmore effective leader by formal training or

|
l:Zij'lr Bangash, 2000). Since everybody has
\

N

gaining experi the job. N

Some ot lgership functions that should be performed by a group counsellor include
the folloWMg: setting and communicating visions, goals, and objectives; directing,

coordinating. and integrating; influencing, mobilizing, motivating, creating enthusiasm
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and optimism; providing services and making a difference (Mizan Adiliah, et al.. 2011;

Zafar Bangash, 2000). The leader cannot compel followers to do evil. Y.

Beekun and Badawi (1999) share their observation of how the Qur’an deﬁn a I’Shlp
based on four characteristics: godliness, ethic, humaneness, and bala 1s godly
because it derives its authority from Allah and its end is Allah. It egts the Islamic
creed. It is ethical because it places ethics at the core of itsfyst and never gives
priority of economic gains over values. Leader’s focus is contggting o&i\vs to gain

9
Allah’s acceptance (Beekun & Badawi, 1999). It is hl@ecau i c‘o&% the

reality of human nature and deals with it as it is. y.\t iate the

Y-
strengths and weaknesses of human qualities. It ched g&ca it ad%wledoes the

body and soul. the mind and the heart, the hfehe hegeaf

o

N
Leadership in Islam is a trust (amana or u g to ek&}@nd Badawi (1999), it
rti

/

represents a psychological contrac r’tw
Y

followers, whereby the leader uwes thg

the follower. Islam views M&\lp aJ a rejponsi y and is shared by all adults in a

Muslim society. It is pm@& ?} ammad in one of the hadiths, “Every
one of you is a she E&H e\jg ondi SIble for what he is shepherd of” (Bukhari
n

& Muslim, in e Badawi, 1999)€l)v other words. counsellors who are entrusted to

lead a group wnduals to make positive changes in their life are bound by a social

and psm@I al contract to guide the members towards their goals.

Islam looks at leadership as a test for the leaders to see who among them will be best in

deeds and do more good deeds. Nayal Rashed (2007) identifies three concepts related to
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leadership namely, consultation, competency, and fagwa. According to him, these three
concepts are the recurring concepts in the Qur’an associated with Prophets and sh be
practiced by counsellors. For example, fagwa is mentioned 257 times in t%& an.
These concepts are linked to leadership concepts such could be found iﬂ*story of
Prophet Musa, Yusuf, and Talut, and in the verses revealed after the b¥itle of Uhud.

Other concepts that also encompass leadership concepts includv’gority, patience,

forgiveness, and role model. l
NY.
How the leadership role is being performed in group counse is of fmpo a)'ce.(gne of

the means used by Islamic group leaders is consultati ls% ‘ consi;red one

of the principles in Islamic leadership. Some l\twschoﬁﬂrs e degfared that if a

({

leader does not practice consultation he shall IM]UI] etol and@t consultation is

\T A
an essential part of leadership (Gholamre i,A\%’d Sq@;élan, Babar Naysary,
“ &
ide

& Nayal Rashed, 2013). Consultation iM red n toﬁ%uss problem solving by

N
giving the opportunity or lookingFat aZoblen’frm diﬂ@ perspective. Al-Buraey, as
? s :
cited in Beekum and Badawi&()() . N t tl1‘e<\.érﬁical role played by shura with

regard to decision—making@all Qmir@e counsellor’s power and authority.

)

c : ¢
Consultation or facilitq’ g scuiio h gesgjn practice within group counselling and
counsellors rely o % i ‘Q'?uss'

stimufaf among group members. During discussion
N

or consultatio e§e regardless of thg? status are treated equally and are given equal

chanceb%fhis behaviour is supported by verses from the Qur’an where Allah

praise isiins who consult with others before making the final decision.

By
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555 a ety 3Ll 15260 ) s iy

Y0 yuw V-@-—J’")J g Y-a-u

And, those who have responded to their lord and established prayer and whose ajfalhis )

[determined by] consultation among themselves, and from what We have provide they

spend(Al-Shura, 42:38) Y.

Discussing or consulting others has been practiced by the proph Maammad all his life.

For example, he consulted his followers before going to the s. Ppo hammad
L
used to ask his companions for their suggestions in most o issuegfincl ltbﬁgnal

matters as long as he did not receive wahy on the iss eJBes how

the Yemeni Queen of Sheeba used to consult hercwﬁore“ﬁhe njpde u$r mind over

(‘
the state aftair. O

(
1

She said, "O eminent ones. advise n%y affairgl wo c‘u 22/( cide a matter until you witness
[for] me." (An-Naml, 27:32) \ ' \ ()
\'\ o‘f’

q : ¢
The concept of leadcrﬂx 1§ als m?zfré in, Hadith. One of the popular hadiths on

bdﬂ‘l Oé\m Bukhari and Muslim. The hadith views

leadership is repo
leadership wnt respeet and stresses thm&?/eryone is a leader and is accountable to his or

her dom: il%

Pl O Eurale Ol o Lm0 e gy 058 KK g1, &K Ly Be

B e N Ny ooy e L e - PR T R y . o F sy te e TR TS T P
agie ) Je) g1 Jilaay be adie ) JATN5 1) B alal a5 Osiba e 4l 531l 5 4l
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o i a ) Ay 8 e 5 A5 £15 8 Il o San)y (f 4ie ) OB Sy
B J8 dal; &‘J@d\-“m‘ O shuny be 4ie 5 KK £V Osians (o 4 ¢ Y—

Behold! Everyvone of you is a leader and you shall be asked about those you | & am is a
ouse

leader over the people and shall be asked about them; a man is a leader of the h shall be

asked about his household: a woman is a leader over her children and she sh sked about

them.” (Reported Abdullah Ibn Omar in Bukhari and Muslim).

The effectiveness of group leadership depends on the personal'tyWharacterlstics of

the counsellor as well as the quality of group members. Th hel' as @aed in the
. - — : ©

Qur’an has personal qualities of being lenient, mercy, fogmiye, and Jtrust n,Al&Y('AI-

Quran 3:159). Other personal attributes one should poss®ris ta(w o the &m of the

mo l@ﬁ ar Bangash
an@s the ability to

(2000). a leader should hold personal attrib zemg taq
Li&es. Inherent in this 1s

motivate others towards the realization of iC é@bt

also the assumption that his leaders %j th (&t‘o)plc Counsellors with
wisdom or hikmah understand th s;w thufma nd lon of individuals and deal
with them at their level. Ihcy knhw tg{‘ Q‘Vé)ﬂ.ﬁhe best abilities and talents and

deal with the difficulties, a| rlate egy A counsellor should have the

0 16% reéc?he group when necessary. On the other

>
hand. Islamic teac nlw g ot& characteristics that are not suitable for a

accountability in the hereafter, knowledgeable, andayisd®m.

ability to motivate and

counsellor. Fh lud pride, arroga@' notoriety, imbalance in thoughts and actions,

narrow m%ss. insistence upon one’s opinion, condemn other’s viewpoint, and

inlolcovlhers opinion (Mizan Adiliah, et al., 2011; Nayal Rashed, 2007).
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Islam considers human skills as important to effective leadership. An effective counsellor

is able to tap into the potential of each individual member and believes that indiyiduals

are unique and have God-given talents and potentials to make them productive gn 211

contributors to the group. The role of the counsellor is not only to demona@s own

qualities but also to bring out the best in those whom he leads (Zafar Rg.ash, 2000).

Good and effective counsellors have a firm belief in people. G@nsellors have
th

compassion and empathy. They are lenient and forgiving. They p & lnembers from

both physical and emotional hurt. In a symbolic way, a coypsellOWis afrole ol f?.the
N
&k S

members to emulate and has to be careful about his i e and belfaviQur e‘ckuse all

4

Y' NV
these may reflect on the group norms. V \ ?Y'
Another component of leadership, which is con gd quit ortan@ competency of

\1 A .
the counsellor. Competency refers to k € geé 41 e,‘:)ébhnical, or physical
éo

d
strength (Ibn-katheer, 2000; Nayal Ra&

o

07) U capﬁes of the counsellor to

O
perform in a situation or eventCBe n & 4ada 1,“@ Gholamreza Zandi, et al.
n

(2013) consider competency gs an¥m t Yactor uencing leadership in Islamic

=

thinking. Competency is t &cha rightcs uﬁ.ﬂn choosing the Imam (leader) who

’ l (,?
leads the solat (prayegsht segon I 6 Slam. The imam should be the most
\
knowledgeable perdgppagfong & ’ese%_ n Islamic teachings, this refers specifically
N :
to knowledge \Ar’an because to*&&form the prayers Qur’an should be recited.
Thcrctbrc.%lency in Islamic thinking is an essential element in counsellors’
effectignessf®™owever, it is not a fixed set of specific requirements, as Zafar Bangash
(2000) says, is rather a situational matter depending on the task needed to be

accomplished.



One popular group type used frequently in Islamic teaching is called halaqah or usrah,
which is similar to psycho-educational group or study group or support group (Al-Banna.
2003). In searching for a leader of the group, knowledge becomes the key dete N . In
group counselling, the members are willing to follow a counsellor whom&consider

competent and knows what he is doing, especially in guiding them towardy'elr goals.

V

There are some similarities and differences between the sta and the Islamic

perception of leadership. In both the Western and the Isla rscpethsellors
L

e, and frusti g,ln@ of

=
the WlamigfpergeRiive that

A d&' integrate,

influence, mobilize, and motivate the members n th@lfe. The Islamic

should be knowledgeable, patience, people-oriented, respo
performing their duty as counsellors, the Western s

they should be able to set and communicate

scholars prefer to be different in term i e‘c\

“ &

Islam inculcates in counsellors to be sible if Cr first and then to their

N
group compared to the Westerncpp ch tha,,i(fsqu@-e responsible to the group
the ¥la sell

4 c‘;élill act responsibly because they

‘N‘{
fter @w deeds and misconducts towards

L (_)(J

know they will be judged in
C—) g
Q- &
L AT
One factor that is 30 y stressed by the\,w.estem and the Islamic perspective is the need

members only. In this situatio

their group members.

9
for counsell \ be the role model. Cormier and Hackney (2008) believe that
counsell séuld act in responsible ways that show respect, care, honesty, and

willingnc®®o take risk. This requirement of counsellors to model is of importance in

Islam, and there is a slight difference in how the model character is molded. Rogers
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(1961) concludes that counsellor’s personality and acceptance of himself make him a
good model to his group. Corey (2010) and Trotzer (2006) suggest that counsellors
should always strive to improve themselves in term of knowledge and skills. NYk’.es
the responsibility a step further by making it a personal responsibility of; %lors to
behave in the ways they want the members to act. The counsellors ha\Wdopt good
characters as part of their life (Mizan Adiliah, et al., 2011). There iﬁwble standard in

behaving, meaning that counsellors should portray good beha : insilie and outside

the group. \do X

% | &

Another character of an effective counsellor is wous\tf‘ riflo ypgrade his
- . X .

professionalism. From the Western perspective, Ew ors‘l‘an 1ieve@s by seeking

higher academic qualifications, readings, atten minars a wor@ops. The Islamic

approach refines this attitude by encourag %.mse% daddNn the muhasabah or

. . . . 0 q E ~ .
self-reflection activity. This activity nes t ‘-mﬁ@tion and self-reflection
. ., . I3 B \ ot o
activities. Through the muhasajpah Mocess, foungeljorsSerutinize their wrongdoings.

< s
d v

new learnings, and finding waw t N‘Q

to their Creator as they a@is } an giveness. To enhance this process,
’ !
feeling of ragwa will @m he C!()Lw ly to their groups.
\
’ <

'

To conclude the dgcu¥ion on group lead§§hip, the literature shows that much writings

es. @fing the process, they feel closer

have focuschNdcrship in general and in understanding counsellors’ characteristics.

wn about Malaysian’s perspective of group leadership concept in group

counsellin®®ls the perspective at par with the Western perception of group leadership or

whether Malaysia, given its multiracial and multi religions build up, needs to develop its
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own concept of group leadership which is more relevant to the needs of the society? The
present study seeks to explore the counsellor trainees’ perceptions of group leaderghip in
group counselling and how these functions are being translated into actiorit ide

members to achieve their group objectives. .\

2.3 Conflict Management in Group Counselling \}

2.3.1 Definitions of Conflict z l

There exist many definitions of conflict. Kottler (2001) dffiges con cts\%’s&’) and
-
cOple

disagreement within a person or between two or moge wigo et ogel,hgr. Corey
(2011) says conflicts involve intense feelings. Folgag et 3. ( O\serv%g:ﬂict as the
interaction of interdependent people who pe&mpau go@nd interference
from each other in achieving their goals, al (%le pr@ﬁcxﬂ'ctﬁtc\reate tension within
the individuals involved. Ting-Toom@) . ne chﬁ&as “a form of intense

S
interpersonal and/ or intrapersg alwnan b :
als)

| ——

e «Qo or more interdependent
parties based on incompatible go eed% : {af}es, beliefs/ or attitudes™ (p. 72).
Gerzon (2006) divides cor&\ntoﬂ@pes,@and cold conflicts. Hot conflicts
oice aﬂdd ble tension, while cold conflicts is
) N
portrayed through % ed t

| \% -

conflicts have tive consequenc@"handled poorly. In short, most definitions of
conflict em the role of perception in conflict, incompatibility in needs or values,
and n@ﬂotions. Conflicts are more serious than mere disagreements or differences

\ i
involve strong emotion%ud
) e@silence, and invisible stress. Both types of
of opinions because during conflicts people believe that their interests are threatened by

the actions of the other person. People in conflict tend to experience misunderstanding
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that exaggerates the perceived disagreement (Ting-Toomey, 1985). Conflicts occur when

people perceive that as a consequence of a disagreement, there is a threat to tpaigpeeds,
interests, or concerns. c\
Conflict as part of group process fulfills several functions or purpo e purposes of

conflict may be to bring about positive change, but if conflict Nmanaged, it may

result in negative consequences. Lulofs and Cahn (2000) Kifylﬁve functions of

conflict. First, conflict helps people find the boundarieg o ir lMip %Lth other
N
members in the group, or they may mark the end exxs}m r thl’]Y_ p. Second,

conflict from an external source may strengthe%mle \'oss Ofé‘E\T{)UP or it may
destroy a group’s ability to think clearly a:&%a)t prod." nely b‘fhe situation. Third,
conflict may help the group clarify its % or it\ie group apart. Fourth,
conflict facilitates trust building am@)up'\%eie?s A& keeps them apart. And,
finally, the experience of beings in \ontlict ,ouil e y because members begin to

understand the feelings expegie

and Cahn (2000), confliciinV8jves

determine how the ccht)/il
2.3.2 Models o@t c}?.
N \

- =
:K.?
=

As a pro flict refers to the dynamic, ever changing progressive event. It means
conflict s, develops, and progresses towards some end. It is assumed that conflict
unfolds in fairly predictable ways over a period of time and progress through
recognizable stages of interaction. Walton (1987) identifies two stages in the conflict

process — differentiation and integration. Ellis and Fisher (1975) add another phase based
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on their observation of conflict during decision making in small groups. In the research,
small groups first engaged in conflict over the differences among the mgmbers
themselves rather than over the issues the group had generated. In the sec \ se,
interaction centers around the advantages and disadvantages of the idea. Tb&ct?e third

stage, members look for ways to agree with the outcome as the conflict de%calates.

Y

Furthermore, Thomas (1976) suggests a process model of i rp?sonal conflict that

moves through a series of five recognizable stages or . iw is also
L ]

applicable within a group counselling setting where memb ave ifitens irrergggnal

relationship with each other. These stages are the prel co% rig@ﬁg event

or the behaviour phase, the initiation phase, the ¢4 1atiéﬂ, andthe @ution phase.
&
kly or sigwly Domas, 1976). A
0

conflict may begin to circle through the éésa aad%' it(—;m%r return to previous

Conflicts may follow this sequence of events

Qe

u
stage when new issues are introducyatd add¢ theA%dnﬂict. From this stage

NS
perspective, an unsuccessful conCict Rone twom@ck in one of the first three

s s
&

stages. ’\\ @ Q%

The prelude stage cons@th vari e;;'thm)Qake conflict possible between those
involved. The variab, &7 in;lb.e)e rc@#embers as the participants in the conflict
situation, the re@ between theﬁég&.the group context itself. The group members
involved in ti Xﬂict have the greatest influence on whether a conflict will arise and on
how it withge Played out. Differences in the group members’ temperaments, attitudes,
and value are the potential for conflicts to occur in group (Cloven & Roloff, 1995; Roloff

& Miller, 2006). The relationship between members affects the way they perceive and
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react to conflict. Conflict in a new relationship may be threatening because of high levels
of uncertainty. If group members have had personal experience engaging in

unsatisfactory conflict prior to their participation in the group, they may tN:he

current conflict to be difficult, thus polluting the conflict situation by buma@ipg in the

unresolved issues from the past (Lulofs & Cahn, 2000). Finally, the social\gontext where
the conflict occurs determines how the conflict is acted out. Group Vks of conflict

as normal probably reacts to it in a fairly open manner compared p tl‘at thinks of it

as abnormal (Roloft & Miller, 2006). \do X
| &
creales, t pe&c’w)'tion of

rpoed BY Lutyfs an&l:n (2000),
is perceived when the member experiencing thNali t obseglics 01@ the following

A

behaviours in other group members: (1) g %emb& pﬁmm as expected, (2)
% ﬁ q
s

, de r dgﬁbl%s on other member of
N

the group. (3) group members cricize r find fgult tl? another member is doing or
saying or feeling, (4) group lr{be re '.t y hé@fferent attitudes, lifestyle, and

opinion between them and@ th c§¥trs m@than once, and (5) group members

The triggering event phase refers to certain behavi

conflict within the group. The triggering event, as

[¢]

group member imposes his or her wan

O

O

Ay

in€) mulative annoyance between them.
N

fivess ipnal V&ables that affect the way people assess the

mutually or interactiy ivolvg i =

Witteman (1992) i
presence and S\ of conflict beforé&?cndmg on the appropriate action to manage the
situation. 'l%ables include: the frequency of the issue being raised, the degree to
which4gembl¥s believe the leader and other group members will allow them to achieve

their goals, the uncertainty associated with achieving goals, the degree to which they
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believe the other is responsible for the conflict, and the degree of negative feelings held

The initiation of conflict begins when at least one member of the group 13@ the

counsellor observes a triggering event. The counsellor would normally asgess th¥ event to

towards the other.

determine who is involved in the conflict, or how the issue is tagd tg¥other group
members, and how serious the issue is. Given the assessment th?ue and the time
and opportunity to reflect, the counsellor then chooses to ¢ t or a%conﬂict.

. . . . . ~
Even though conflict is necessary to clarify issues, it is feaf@gbecaus of thie fee hgs' of

&

vulnerability and frustration it can arouse (Folger, et gum009). Wh nﬂ'{’m feared

and seen as something to be ignored, then the i eplor rﬁ?y ide @;id it. The

ni@y processes the
A

situation to determine whether he or she %con%e Qmembers, avoid the
o 5
el

g -
lor ny of L@group members initiates

. N
communication about the conflicjpit n\gves intl the |ffe@tion stage.
’$ &
The differentiation stage hm&\wh@nem@ reveal their differences and call

attention to the fact thetwict eyis t t@age, conflict is made obvious, and

initiation stage involves mental processing th

issue. or take other actions. When the&

'

e JargadZstrongly state their point of views on the

issue, or totally \ﬁh v aling @ﬁ the situation. The relationship. the conflict

history of tl pr members, and their preferred conflict styles all affect how the

conflict es and how the others view the escalation behaviour (Lulofs & Cahn,
2000). r. et al. (2009) observe that the most successful conflict resolution occurs

when the group focuses on substantive issues rather than on the people involved. But
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differentiation can be so stressful that sometimes leaders will simply cling to rigid

behaviours that may have served them in the past but do not serve them well gu the
&1

present (Brown, 2009; Folger, et al., 2009). Roloff and Miller (2006) ident’
sources of rigidity in a conflict: personalization of the conflict, stress of ad%v edging
opposing stands or emotional statements, uncertainty about the outcomes Rconflict, and
the heightened awareness of the consequences of not reaching a ion. All these
sources of rigidity may create a competitive escalation cycle, wh uke?ers enter
the conflict with a win-lose orientation, create threats to ghe otifer pfrsones sck-ingage,
N
and suppress issues rather than resolving them. Lulofs a ahn (2‘.0 ) fihd t’\@&onﬂict

: : R' N
focuses on behaviours are more likely to lead to c% reso \N)r magdgement than
complaints focused on personal characteristics\ “‘

\ &
Throughout the differentiation phase, th %} m%’e‘goég&l revisions as they

wit gr% tructures or group norms,
employing new norms or ellw les deescalate the conflict (Corey,
2010). As the group start@rch tss\‘sfnd once solutions are the focus of
discussion, the conflic % intgftheréyolti ge.
S
The resolution of &niM¢t stage involves 4P orientations: resolution where the conflict 1s
$

resolved and \)up will not have to deal with the issue again, and management where
the iss% en dealt with for now but is not really to the satisfaction of all group
members olved and will probably have to be addressed again in the future (Brown,

2009). When members are able to bring their conflicts to a successful resolution, it

4
s,

fruitful to pursue. If the confl

*s
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reinforces positive thinking about conflict, and increases the chances that future conflicts

will be productive for the group growth (Lulofs & Cahn, 2000; Thomas, 1976). An open

possible and welcome by the group.

attitude towards the management of conflict makes the future management@‘ore

Phase models suggest that conflicts have triggering events, actions segn by the members
as initiating the conflict and bringing it to their attention. P se?ﬁels indicate that

conflicts often involve a testing period before they are ena uring Lic he leader

3

L4
and the members assess their strengths and weaknesses try tqf det m"nec%&-ﬂict

outcomes before taking any action. Phase models fn? confh mte@/zﬁon over
it

time, as something that unfolds when people IE&@ e noth&l the other

&
hand, Lulofs and Cahn (2000) and ThomaN

) obser hat flicts that arise

AN
suddenly and are dealt with immediatel@e‘t‘h;’/ vegg&o real chance to think
un

about what they will do to bring the N de 0 Kflﬁ's happens in the group,
group members may lose the ang to unfersgdng t ifferent phases of conflict
? s

s . b :
development; and, they may bw et \p,lg theléﬂes in triggering the conflict. Not

——

only that conflict evolveglhrwgh ut <‘liay it is dealt with differs between

individuals.
&
S

2.3.3 Conflict S X
on ICA J\')\’

N

mdon flict styles originates from the work of Blake and Mouton (1964), who

—

he 3

The conce
identifnfivelistinct types of conflict behaviour. Their classification is based on two
independent conflict behaviour components: (i) assertiveness, defined as behaviours

intended to satisfy one’s own concerns; and (ii) cooperation, defined as behaviours
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intended to satisfy the other individual’s concerns. The dual model is later refined
through Kilmann and Thomas’s MODE (1977) instrument. This approach focuses on five

classic styles or predisposition for managing conflict. The five conflict styﬁw ude
0

competing, accommodating, avoiding, collaborating, and compromisin as and

Kilmann (1974) describe the conflict management styles as fo]lowchompeting-
M expense; (ii)

emsl to satisty the

concerns of other party or the group objectives; (iii) gollaD®ratipg — ursQNhen
! N

individuals work with other party in the group to fi 0O ution}t at gan s%rl?y their

concerns; (iv) avoiding —is seen when individuals not \mc iately Rpursue their

S

concerns or those of the group; and (v) coi r%ng —ovelr vheb(group counsellor

attempt to find a mutually acceptable soh%that = %& hisiher figads. By
0 > .
, @r may increase their

occurs when individuals pursue their own concerns at other

accommodating- happens when individuals neglect their ow

altering their style of conflict man oup yeoun

I
flexibility and the probability that th@lcts ey1dve \géother members will have a

. (
more positive than negative outc%\/\itche)l & QchO “1984).
Similar to Kilmann and JhOMgas’s 5-t)g/conﬂict styles is the five specific
SRR YOS
techniques for managigg Cogiflicty/in ;£ p(Oposed by Simpson (1977) and elaborated
\
by Kormanski (1938 Tjie techim fshaﬁmre similarities than differences with each
. . V ~ .
other. The te& include wnhdr’@l from the conflict, suppressing the conflict,
integrating ting ideas to form new solutions, working out a compromise, and using
power¥agespive the conflict. In withdrawal from the conflict technique, the counsellors

distance themselves from conflict and postpone interventions. Suppressing conflict is

often used when focusing on a relationship that is more important than concentrating on



an issue. In integrating conflicting ideas to form new solutions, counsellors try to get all

parties to reexamine a situation and identify points of agreement by setting aside

own goals and work for the good of the group. Counsellors using the comgpr
technique encourage the group members to exhibit cooperative beh%r and
collaborative effort by persuading them to give up certain expectations in o?er'to avoid

conflict. The last technique is the counsellors using their authority ‘V\é'gr resolve the

N,
for the ¢ ct s Be
MR EALS
ive gi and?ar ess
N
likely to use integrative or collaborative strateglew(y th vand, Ez'ln people

accept responsibility for their thoughts and act@y are far ypére l@ﬁ to shift from
blaming to information seeking in order o%lve or \,ge ﬁ!;c%nﬂict. Moreover,
e N
: ]

they are far more likely to accept cl\ ey hgve t rﬂak@ bring about conflict

resolution. Some studies indicate the?l‘en fthe n m@\dre more likely to employ
(—3 oy ; N

strategies that focus on reasoning an 1ndg &Qa}e more likely to internalize the

contlict. Women. compare@m 1'6 als mor%&ely to use personal criticism and

N
anger strategies. Whefﬁ%"'es afe r'a'li to use denial tactics. Pinkley and

Northcraft (1994)@*0“ fr?) u ng@nﬂict stimulation find out that those who
rdt

adopt an inlclll@ her than emoti @)&;me and relational rather than task frame feel
N

conflict.

Sillars (1980) discovers that people who attribute responsi i

other person are far more likely to use avoidance or qq:nF

e

=

that the disp\we been good for the relationship, and those with an intellectual rather

thanem ¥ frame are more satisfied with the outcome of the conflict.
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Within the Malaysia context, conflict styles has received much interest in the human
resource area. A study conducted by Abd Harris Mohd Darudin and Norwati M
(2011) look at the conflict resolution styles among personnel in the Ministry of ﬁ
Trade, Cooperative and Consumerism. The participants are 100 (male = 51,‘&@: 49)
conveniently selected personnel from the support staff to the top managemrsonnel.
The measurement tool is Adult Personal Conflict Style Inventor ses two axes

called “assertiveness” and “cooperativeness”, and five different st corflict: forcing,

avoiding, accommodating, collaborating, and compromisjng. We cpnfli

similar to Thomas-Kilmann Inventory (1974) which i%es five st
4

management. The study looks at the conflict resolutiorwles m
the conflicts first arise, and when conflicts hav@so%gmw Th intensity.
The findings show that when the confli % aris%

;5 1@ tend to adopt the
o )

collaborating or a win/win approach , follayed y‘%h&commodating (16%),

compromising (13%). avoiding lo‘wﬂd fo’cing 5/0)5.@; when conflicts fail to be
é 1 ? (

resolved and grow in intensity, dijferent F s oféﬂjwﬂict resolution become more
popular. About 3 1% of th@)an 'cho the promising style, meaning that the

N

officers try to find s@}thi Wwo ’!rti satisfy everyone. The second style
adopted is collab%%i&’/?.v(%v d l@)rcing (26%), accommodating (11%), and

avoiding (11%. ghe’ result of the i\@_tl,g;ndent t-test shows there is no significant
difference in?%cs between males and females in the conflict styles they adopt to deal

. ¥ihe first time they arise (male: M= 2.20, SD= 1.54) and (female: M= 1.96,

(t(98) = 0.80, p > 0.05). There is no significant difference in scores between



males and females in the conflict styles they use to deal with the unresolved conflicts

(male: M= 3.1, SD= 1.54) and (female: M= 2.88, SD= 1.65) (t(98) = 0.69, p > 0.05).

Even though the findings indicate no gender differences in conflict styles, t chers
notice that when conflicts first arise, both genders tend to choose collabora¥ing style.
However, when conflicts are not resolved, female respondentsqjnclie to choose
collaborating, while male respondents opt to compromising st e.?e?e results support
the findings on female conflict by Brahnam, Margavio, Hig%i r lnd in (2005)

]
who observe that females are more likely to employ a coll tive gtyle, vl'er@gales

'y
’ %3

\ Y
r (20! highlight the

are more likely to avoid contflict.

In their study. Abd Harris Mohd Darudin (%yati O

conflict styles employed by the different peeonne in qu IKéqnﬂicts. They do not
\
explore the kind of conflict managem%ﬂs ed ty fihe @onnel. Identifying the
AQ"

conflict styles by themselves is not ti guidelfthe $5011ne1 into improving their

=3

( \} :
conflict management skills. On%.ﬂict gtyle I ;ngg 1ced by one’s past experience

dealing with conflicts and& ltura‘ per. eptlolgbf conflicts (Kottler, 2001; Ting-

N

Toomey. 1988), thus i@fﬁlulo?}!mgeg& modify the conflict style. But by
? O
identifying the kindt&ﬁﬂig anglo e@kills the personnel lack, more constructive

4
approach to coﬂcan be taught and@gr.e positive outcomes can be observed in their

é\n h
conflict manaZegdnt.

Recen@piah (2006) conducts an empirical study among public sector managers in

Malaysia to determine the conflict management styles they use to handle interpersonal

conflicts with their subordinates. She reports that a high percentage (65.5%) of the
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managers use integrating style to handle interpersonal conflicts with their subordinates

followed by the compromising style (23.8%). An insignificant percentage is the

dominating style (5.0%), the avoiding style (4.2%), and the obliging style (1.5 /@éz

In her study, Suppiah (2006) learns that obliging to be the least used style oNowed by
avoiding and dominating. The low usage of the obliging style a%gY; Malaysia
managers is assumed to be related to their power position in the or?ﬂng, They would
not be able to achieve their goals if they give in to their suboygimte wwme work

environment (Suppiah, 2006). Managers might feel tl?e they are n’ g&'rior
A

position, they do not need to oblige to their subordm o arefig th¢ loweRposition.

‘\)
Within the Malaysian culture, people are generall achpt t ine, ty in power
t ‘4

is normal and that the subordinates must show r

Suppiah (2006) findings are in line with ah Ahm ' (l nd Ishak Sulaiman’s
(1997) opinion that Malaysians disly avx refer more relationship-
based approaches and choose co% and J1p ?!s n confrontation. As such, the
integrating style and comp o Sty": T™Npto th| egory. The findings also support
Ting-Toomey's (1988) f "Otl tign lt’ VL)?Q}B she states that in collectivist culture,
mutual-concern face (mtejatl tyl d compromising style) or other-concern

s
face needs (avoi %le and 0 llgl yle) are emphasized. She discovers that the

()

majority (89.4 lhe respondents dnsplay mutual face concern styles which include the

mtey% and the compromising style while 5.7% displays other-concern face
styles (av3Wing style and obliging style). An insignificant number (5.0%) of respondents

show a self-concern face style (dominating style). Cai and Fink (2002) also find that
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those from collectivists society preferred the compromising and the integrating conflict

styles.
2.3.4 Conflict, Emotions, and Cognition %\

Conflict triggers certain emotions and thoughts in parties involved in t?nﬂlct This

section focuses on previous research conducted to understand thew emotions and

cognitions play during conflict situation. ?

Several studies have explored the influence of emoti on cofflic n)an@ent.
n

Chuang, Wang, Kung, and Wang (2011) study t of s\?}r conflict

management approaches. About 110 undergradu en ( wom ‘.d 32 male,

J

mean age 30 years) participate in the study. 1pulate pa:@pants emotional

state, they are asked to watch an either h sa St icipants are assigned
to the positive valence condition whe watchnapPy v@ ape, whereas the others

in the negative valence conditio at sad vn‘ieot er T: esults show that participants

%

with positive emotional state % ni x posft@*effect on cooperative approach,
whereas negative emotlo ] e mﬁ effect on competitive or avoiding

approach. The resullsg tha d e @nonal states are triggered for different

approaches to m onflt: qfnap and consideration participants felt for each
other during nA, the more w.n{& they are to work with each other. When
participagts cally feel happier, they feel more likely to have an open discussion of
differe at in turn, help achieve constructive conflict management. On the other
hand, participants who are unhappy prefer competitive or avoiding approach and have

less desire to cooperate with each other.
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This findings by Chuang, et al. (2011) are supported by Desivilya and Yagil (2004) and

Alired, Mallozzi, Matsui, and Raia (1997) who observe that the more negative emotions

participants felt towards each other, the less likely they are to work with each ENZ the

future. These participants are more likely to engage in competitive apm. Ayoko,
Hartel, and Callan (2002) also agree that one’s emotional state served asw'tral role in

his/her conflict management. Ayoko, et al. (2002) perceive that itive emotions

facilitate open discussion of differences and encourage parties gelin constructive

tl.\lﬁdﬁ ings
op g

support Oetzel and Ting-Toomey (2003) that participa ho have jotH@f-face¥soncerns

s

are inclined to use cooperative or avoiding approach, Where N whq gve self-face

conflict management. In term of face-saving concerns, Chuan

g

+

concerns incline to use competitive approach

&%

clud& al Sdies have shown

that positive emotions lead to more constffligtive C&W& getment while negative

S

emotion worsen conflict management. “ <$

Conflict management can also explored throu qn% ognition or how one makes

s s

sense of other people and thewlve d ﬂi%l ation. Roloff and Miller (2006)
learn that people often %in 1 ab@s}%’the causes and solutions for their
(—a" d ")
s / i s

conflicts, and the natq ofdthis Pogwiftye aofiyity can influence the future course and
consequences oftEWgreel eb?.j;'

One area of Xognition that has received much attention is cognitive scripts. Script

/
$

refers @ nce of actions that describes an event in a particular context. This script
includes the kinds of verbal and nonverbal actions that typically take place during a

disagreement, as well as the gender of the individuals involved in the argument. Harris,
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Gergen, and Lannamann (1986) study the response sequences that college students expect
when a difference of opinion occurs between two male friends and wheansband
criticizes his wife’s cooking. Regardless of the scenario, the data i (&}that as a

conflict unfolds, individuals generally see aggressive options as being mor&probable and

deniable. V

In another study, Fehr, Baldwin, Collins, Patterson, and B ;199]9) focus on anger

scripts in close relationships. They ask their subjects to jpdica® h a\ﬁheyvlould be
>
: | S
if their intimate partners engage in one of several pr(%ve ¥ ;};he@%ponses to
N

g‘\eactkg'Betrayal is the
most anger-eliciting provocation, and wom\%’l findi

be more anger producing than do mer%th mel\nbig
‘; (]
reciprocated by the partner. Fehr, ¢ 1

oV Qbions of all types to

@1 expect anger to be

\ 999%beligve thabrthe scripts construct offer
practical insight into how peopt iEonflicq dea @agreements. Since individuals
seem to have destructive epri S k& dla_:éﬁeement should occur, it is possible

<

w . the expectation of such behaviour

Pk

that these become self—@g.
[ ]
ensures that it will ha Sf)
[ &
‘v’

Furthermore, hov nb chooses a co 'Yt.style is influenced by one’s appraisal of the

E\ "

situation. Wiwgien (1988) argues that a person’s appraisal of conflict reflect five
judgments? how a problem compares to previously experienced ones, (b) the nature of
a problem-related goal, (c) uncertainty about problem-related goal, (d) attribution of the

cause for the problem, and (e) feelings for the other party. To test his hypotheses,

Witteman (1988) conducts two studies with undergraduate samples, one that focuses on
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actual interpersonal problems, and a second that uses a hypothetical interpersonal
problem. The results are similar. The use of integrative strategies (e.g., expressmg
feelings) relates positively to three perceptions: the problem is unique, t

important and mutually shared, and the environment causes the problerﬁbutwe
communication (e.g., insulting or threatening the partner) is related posnwﬁ 0 negative

feelings towards the partner, perceptions that the problem o quently, and

perceptions that the partner’s actions cause the problem and are ed. l\ppraisin0 the
problem indirectly (e.g., waiting to confront the person unty he o®she sM‘d
is correlated positively to feeling uncertain about the ner an.g la ns!xi having

ey
negative feelings towards the partner, and attribu tmg e ca theg‘tem to the

relationship or the partner. Finally, avondant\s‘@e are 0‘ teLBg attributing the

cause to the relationship, uncentamty ab € pa ?d 9@6011511ip, and being
\ .
uncertain about what to do. Using a con st l eisc mlat ositively to attributing
the cause of the conflict to the partn ha'mg atwe\&ﬁselmgs towards him or her.
l
Having a withdrawing style is re%osmv y&j; ainty about what to do.
Similarly, Roloff and Mil ( ppralsal as engaged by parties in
o
conflict mﬂuences nst cti estructlve conflict behaviours. When

individuals notlcEr n acfio o@ie the range of those that are expected,

cognitive alou Its as the mdmdh&\?s attempt to make sense of the situation. More
approacl are posmve flow from perceiving shared goals, whereas withdrawal is
correla itively with not knowing what to do. Event that increases uncertainty can

stimulate feelings of sadness and anger as well as a desire to seek information from

partners about the event (Knobloch & Solomon, 2003).
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Furthermore. Fletcher, Thomas, and Durrant (1999) focus their research on
accommodation process during a conflict. They distinguish between cognitive and
behavioural accommodation. Cognitive accommodation involves reinterpre 'N re-
labeling a partner’s negative behaviour so it is more benign. In other wo %

rationalizing the behaviour so it is not damaging or distressirYEehavioural

accommodation involves the degree to which a person avoidsgexp¥ssing negative

reaction to the partner about his/her behaviour. In this case, t on lis withholding

99 M@ro%z of

N
individuals about their negative thoughts about an in ¢ of theif p ne!’ﬁic?gative

his/her thoughts rather than voicing them. Fletcher, eg al.

behaviour and then code the degree to which the Rough }ﬂexpr sspd during a

NV

confrontation. The higher the quality o\ relatyalis bé{e, satisfaction,

commitment) is. the less likely that i ividualsﬁ\cq?n ?{-\é\their partners by
N,
withholding their thoughts. This resélsoﬂsho utha@)mmitment is related
\V &
ighly

positively to accommodation. lndiviv ho’are @mitted to their relationship
: ( Q
are thought to consider broad%ﬁes to fer, cXfent than those who are less

NN @
committed (Campbell & Fo@oz . ' .%
N
\ B 1 O
Based on the findings @t Coghitivg st s forfed by parties involved in a conflict, the

\
key to resolving wnﬂicf‘ :ma@n commitment to a relationship through
o 3 —
nses (Campbell @oster, 2002; Fletcher, et al., 1999). Kilpatrick,

accommodaliV\
Bissonn lt%usbult (2002) discover that in some cases, a person’s accommodative

respoif¥eg agf related to how empathic the partner is. When this happen, the individuals
will shift their initial preference for self-oriented to other-oriented to what is perceived to

be good for the relationship. Corey (2010) who stresses the importance of group leaders



establishing quality and committed relationship in a group has made similar suggestion.

This feeling of commitment to the group will promote trust that is useful in protectigg the

group during its challenging times. E\

In another study, a link has been established between thinking about onflidt and its
influence on the conflict outcomes. There is evidence that shows@ged thinking
about conflict is associated with negative outcomes. Johnson a IW(W‘)S) find the

degree to which individuals mull over a conflict is corr neg t%th being
@

optimistic that it could be resolved. Zagacki, Edwards, a oneygutt 9? uire

2-)\
p e cq@ﬁde that
ee)?qerie eto%atisfying.

Several researchers have focused on self-ggntrol pr s@in ’aiﬁcular to emotional
control. Disagreement can be emotional sindfand VId@ often try to maintain

emotional control during a conversgiion WRicjafs, Butlera@hd Gross (2003) examine

| 5
how individuals control their emtd ring,&on c‘; 'ng find two ways of doing that.
N llo/
First. prior to the onset of Nict dlscu 10n, in@nduals might engage in cognitive
| L
reappraisal wherein theygfoBug onpqgsitt aslpeé%abf their partner and relationship. This
s

&Altematively, individuals would engage
S‘sx ok
in expressive supPhesSWn during the mL) tion by controlling their emotional displays.

individuals to construct an imagined interaction wit

those who imagine conflicts report that they do n

/
/s;

4

action would make tl ict seém

N
Richards, CIEN’ZOOD discover that individuals who use suppression during a
ve better recall of conversational content than those who use emotional

disagr%
suppressiON® However, those who suppress emotions have better recall of their emotions,

primarily due to their greater self-monitoring. In effect, suppression distracts inviduals



from processing on what is said while focusing attention on internal states. This finding is

supported by the research conducted by Butler, Egloff, Wihelm, Smith, Erickson, and

;ood

t \
pressure of both interactants increases and they develop less rapport and ia;on with

one another. Y.

To conclude the discussion on conflict, emotions, and cognit nv undeniable that

conflict stimulates emotional responses and cognitive activa e atl{akif sense of

Gross (2003). They learn that during a discussion of an unpleasant even

L ]
the conflict. Individuals experiencing negative emotions du a conffict t c,to&e,&'rt to

cither competitive or avoiding approach. Those w ha ard mrX Tikely to
NN R

engage in open discussion and to strive for constfw conH10t nage@t. In term of

the relationship between conflict and cognition, al cogniti pro@es have found to

be related to conflict outcomes. One’s ap %of‘t‘l%t\xn
,éo

* . .
,g&frﬂict scripts, thinking

q
about conflict, accommodation proce mmi . an&‘ﬁt f-control are shown to
., . . . \ .
have positive and negative influgaces ¥ one’sfreacifop (@g conflict. Roloff and Miller
, $ £ & :

(2006) argue that people do n%\al\ ys' sWtheirchflicts or arguments in the same
manner. Some individual{&be arec;%'conﬂict dynamics than are others.
!

Relating these findingselO gghup gou iné, @%’wn (2009) notices that some counsellor

\
trainces are aware epmall€ & in {f> members’ behaviour but some trainees may

>
ignore the bcf@and emotional iﬁ'&zations until the whole group falls into silence.
Hence, sQi sellor trainees may not even agree on whether conflict has happened in
their ¢ _JAlthough such discrepancies could be self-serving, they could also result

from differential awareness.
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The search for literature on contlict in group counselling shows that not much is known
about the dynamics of conflict in group. Group researchers have to rely on resegrches
conducted in other fields like interpersonal relationship, marriage, and commuyaiChoh to
help them understand conflicts in group counselling. Even though these.gprc?nes do
contribute to better understanding of conflict situations, they do not dir&y.reﬂect the

uniqueness of group counselling, in particular the relationship esta etween group

members and counsellors. The counselling field still lacks info On 0'! how conflict

at GC(yQﬂlct

scripts the counsellors engaged in prior to and during th nflict e}n d Hov\f‘ho these

affects group counsellors in term of emotion, cognition, ang acti

conflict scripts differ between counsellor trainees and fess uns Q\s{? How do

their assessments of the situation influence thej C%V nt? Q
stl l

_J

@)

The exploration of past research show Xte n of cross-cultural

approach with emotions and social co perspeetlyfs on ﬂ]Ct management. This

lack of integration conveys the c ge t #vajo a7 5 1v1duals regardless of their

hat
: . . ' s - :
ethnic and cultural backorouwh ,' act¢ 1§ similar ways. Without proper
investigation, researchers K&sm t ltu@differences are not relevant or they
. o ' )
may simply generallz indi gs r e‘t@ test specific group differences. Even
though Chuang, et @003) and Ting-Toomey, et al. (2001) are
looking into tl r to understand mral influence on different group and individual
conflict st much is done to explore the effects of culture on group counsellors’
confli Ic§¥and conflict management behaviours. The present study hopes to be able to

explore some of the questions posted here and to gain some insight on Malaysia

counsellor trainees” conflict management strategies.
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2.4 Leadership and Conflict Management in Group Counselling

Leadership and conflict are inseparable in group counselling interaction. Most theo if
group development identify a stage in groups when conflict is most like ccur
Kormanski (1982) and Tuckman (1965) suggest that an initial stage of.grientdtion and
dependency is followed by a stage of resistance and intergroup con sagreements

and other forms of conflict emerge, and how these are managedg resp0n51b111ty of a

group counsellor (Brown, 2009). \d
Conflict creates feelings of discomfort in the group. @and = lZO@) and

Mitchell and Mitchell (1984) note that conflict is in Ragle oup cz llmg and
group psychotherapy. It can be the long silencw\a\{: m Q‘)e emai(and attendance

problem (Donigian & Hulse-Killacky,1998)gthe supp \.QQ?f '&tlon neglect, lack
of direction and attention (Kellermann, %3 >

al®m ( ) r es that conflict often
arises from contempt of others, \vhlc% all)l 10) th@he client’s self-contempt.
a

Yalom also lists transferences, l% iy rences in outlook based on

differing life experiences, ange m@vo dgéot abide by the group norms, and
>
ot

disappointment with the Nst rpupstr ul:t nd competition for power among the

members also can ca |ct niv?r

Conflict in 010LA|15cllmg could ha@ at the intrapersonal, interpersonal, and group

levels. Kcl (1998) describes the intrapersonal conflict as resulting from personal

irustr@d aggression towards the group. The interpersonal conflict involves

differences in perspectives, ideas, or values between members in the group. And, the

group level conflict reflects the negative atmosphere or culture of the group towards the
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leader, particular member or idea. Kottler (2001) and Whitaker (2001) also make similar
observation that in group counselling, conflict inflicts individual, two or more peo

the whole group. The reasons could reflect the personal issue or temperament%\s, or

Yv

Pinkley (1990) argues that because of personal experiences, indivi have formed

icr. i‘his cognitive
t hw’strategy
g

selection, outcome concerns, and evaluation of the othe ty¥ Evenjif e’f@&&s are
. . . P 4 )
wrong, they still guide behaviour (Folger, et al., 200" ‘!\h ng nctional

rs. ﬁle those who

i 'V&CQ]ﬂiCt behaviours

reject the dysfunctional beliefs are likely t %@ ‘COQS*
H A

like discussion, compromise, seek help irdyparty, #nd cﬁa\ge the faulty beliefs

“ Q-
=
l
In addition to the conflict cognitive Jamgs, Studs sfl& been conducted to assess how

counselor trainees pcrceive&}lv ‘n tegh of @seling skills. A number of studies
N

discreet norms of the group.

cognitive frames that reflect their impressions of how confli

structure or interpretations of conflict may then guide dis

beliefs are more likely to engage in destructiv@ct

when necessary.

Ees

examining a variety of%\im aiths jpdve f(_) that counselor trainees have formed

some cognitive im% thejr bi)’i t,@)ply counseling skills. More specifically,

Y-

those with highge Rlf-efficacy set hi@oals and have a firmer commitment to those

oy

goals as com ‘Xm those with lower self-efficacy (Wan Jaafar Wan Marzuki, Othman
Moha@ ul Rahim Bakar, & Rohani Ahmad Tarmizi, 2009). Furthermore, those

with higher self-efficacy tend to visualize successful outcomes, whereas those with lower
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levels of self-efficacy visualize failure scenarios (Larson, Suzuki, Gillespie, Potenza,

Bechtel, & Toulouse, 1992). T

The strong self-efficacy also impacts the quality of counseling services.: selor
trainees who develop strong sense of their abilities seem to invest more rts and able
to perform the complex and challenging tasks of a counselor (Constgting? 2001), and

improvise multiple sub-skills to manage ever-changing counselir cierstances (Larson

& Daniels, 1998). Counselor trainees with low couns elt- f%erceive
[ ]
themselves as unable to successfully learn counseling kno e and Bkillsypgrf he
)
tasks of a counselor, cope with the challenges in n cofinseljfl C%WS, and

Y-

experience various difficulties in cognitive proc@ rﬁ?tim I aro@’associated

e and skills

with counseling career even though they may he requi
(Bandura, 1977 Larson & Daniels, 1998; P, 199&?
A
Furhermore, Little, Packman, Smaby, (200@suggest that beginning
Celing biliges!
' g

=
%
o
us

counselors are poor judges of th "Nbobservation is supported by
Kruger and Dunning (1999) unnin'; ) Wh@d that the most poorly skilled to
be the most likely to ovcrw heir

¢

’
and Little, et al (20@2 thal cdun I(Eéainees tend to overestimate their skills
. % ' g

performance priorgc Is training and tomderestimate, although by a smaller degree,
- s N

their performafigg at'the end of the tr;lhmg. Described as the dual-burden, Kruger and

Dunning argue that the very skills needed to perform well, are also the skills
require ccurately assess one’s performance. Thus, Carter and Dunning (2008)

L rlman&wo studies by Urbani, et al (2002)



98

conclude that a counselor may not only have the problem of being poorly skilled but also

suffer the secondary burden of lacking the tools necessary to realize such a weakney-

b

Contflict is often highly perceived with skepticism because it offers a mixtur es good
the bad, and the uncertain. The immediate association with conflict is negative.
Conflict is associated with intense arguments, disagreements, frustrafign, gtard feelings,

aggression, and sometimes more conflicts (Folger, et al., 2008 Rchell & Mitchell,

1984). Hocker and Wilmot (1985) ask a group of peo res o e word
«conflict.” The responses show that more negative@smv wo s'ar
associated with conflict. Some of the associated in u ruc@ anger,

disagreement, hostility, war, anxiety, tension, alj v1?fienc t ion, threat,

heartache, pain. and hopelessness. People \N nﬂlct as con@)t which evoke
A,
A,

negative images : , ﬂ C}
&
On the other hand. conflict can br%m\[ €als t0 p development as well.
\ d

Conflict can bring drama, excite% ang

?’e ent to human life (Corey, et

al., 2011: Folger, et al., 2009 MIPS n'e re- e ate and clarify goals and mission
for joining the group. ar duc ne "lcr e ideas to solve the conflict (Corey,
2010). Group mc 1, IHB] ays benefit from conflict, provided its
intensity does no d thei ler%c% nd provided that proper group norms have

Q

been establis Nalom. 1985).

Conﬂ@atter how mild. is usually present in all groups from the beginning to the

termination stage (Brown, 2009). According to Donigian and Hulse-Killacky (1998),

conflict can be viewed as part of stage development and also as group process. Conflicts
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occur at various stages of group’s development and center around a variety of concerns.
Several factors have been associated with conflict. Inexperienced leader, poor er
screening, loose group structure and norms, unclear members’ roles, and r% ed
between members’ expectations and group objectives (Brown, 2009; Corey® l., 2010;
Gladding, 2012), fear of conflict, expression of emotions, and impgnding group

termination (Brown, 2009). Brown (2006) relates how the lead?’ytude towards

conflict may influence their reactions to conflict. l
When leaders fear conflict they work hard to ensurg ] Mﬁ envrge
in the group, or they ignore conflict, suppress i a wi e'v (%fy of
strategies to keep from having to deal with it. Thf: -§s bgcaus )%Dn/lict‘s
are a natural part of life, are ahways present § ; ery %lpl and,

ncon!'c?us level to

em. A gr wit@t conflict might

A
Qeader suppresses all

6 | )

. . . “« Q-
conflicts and discussion, or the group A} ro manner and not trying

to improve how it works (Gla ei’ @ The complexity and the

@( eﬁ?@é can pose quite a pressure to
|

demanding situation existing

group counsellors. \{Qe

\ ¢ (J
e
Given the fact that L typifally) agse ‘s&l}groups, effective conflict resolution or

' 4
management is ne SQ If not résol ed@ﬁups can get stuck or side tracked. Although

Y,

groups often '\Spontancously to cohicts when they occur, counsellors can engage in

preempt

conflicts rks, et al., 2001).
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Successful conflict negotiation has been identified as a crucial factor for group to move

towards phase of productive interaction. In their efforts to understand conflicts i gﬁv

counselling, Rybak and Brown (1997) explore the potential impact of group cs%or’s
late t

communication style during contlict episodes and how these patterns r.

development. V

Process research is used to analyze communication styles pri z dufing conflict

group

episodes of two small groups that met for 12 weeks. Participant th st\uﬁggdgsist of
A
group leaders and group members. Group members are te'studerfts ic‘pz{l’r?g in

4

the experiential portion of a master’s-level group classwroew stern@ﬂversity.
g

3‘) 1 erslﬁgierve as the
he Se ial lysis of Verbal
. Bo

h iﬁ?ﬁ'uments use trained

group leaders. Two instruments are used in the stud¥:

Interaction (SAVI) and the Hill Interaction Jx
“« Q-

raters to code interactions heard on auM dg sion&ﬂw SAVI tracks verbal
N

behaviours to identify patterns al‘ SSE$C€ of ¥erbadl bkl %urs; the HIM tracks overall

Doctoral students with previous experience in stifli

s g

group development and cat*«&:*s ofiﬁm ent.éﬁjé’SAVl framework is built on

communication theory th% PNz 'gert}%' categories of verbal information
*Ps 9
a

ours(_ppproach behaviours, and contingent

N
% ill,:l ) fts dé:ed as a system to systematically and

ot
‘erbal interactions™ithin therapy groups.

transfer effectivenessymgvoidancel b

behaviours. The

statementS@Most frequently. Members® pre conflict statements are as follows: Groupl-

contingent 55%. avoidance 34%. approach 11%; Group 2-contingent 44%, avoidance
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32%, approach 24%. Leaders’ pre conflict statements are as follows: Group 1-contingent

s Ko §

56%. avoidance 11%. approach 33%; Group 2-contingent 57%, avoidance 7%, a@

36%. The frequency and duration of conflict episodes are markedly different!'%two

groups. There are more than 6:1 conflict episodes. A comparison of two _groupS’ shows

that conflict episodes peak in Session 3 for both groups. Intragrougco ;ict is also

obvious during the differentiation stage. Group 1 experiences 45 is&sﬁf conflict over
9 sessions. whereas Group 2 has only 12 episodes of conflict sessib{vak and
| ]
Brown (1997) observe that although Group 1 moves to%closu as fieva’i&'s,
Group 2 seems to have difticulty where the group cogmuneationgdiQts got support the
Q" N
process of differentiation and integration of membeugjntqthe

namyj Y'
h

Furthermore. another study has also focused on coMnm nyi.(ti tte nq helping group

counsellors manage their reactions to con .Qrown 208 int@uces the verbal-self
'] %

guidance or VSG in the training of grle sell tech&‘iﬁ{:e is widely used in the
=

training of group leaders includffig ts. VSE is asle@ social cognitive theory by

’$ s
VS‘%ﬁjya form of self-regulation and a

Albert Bandura (1986). The vc&lse f-omm

source of verbal pcrsuas@c theNgY
) L
a l{cilﬁge the training, a 3-step process called

introduced by Meichgmgaugd (1975).wl
N
NNP is cmphasi*%cciﬁc&l ﬂ'tiC$S are encouraged to listen for negative

N

statements (T\\Alhcmsclvcs ncut?ﬁ’questions (N), and finally develop positive

FJof VCL%/ technique follows the procedure

statemet l%ﬁt cuided behaviour. Throughout this NNP process, each statement is

\e researcher, then repeated by the participants aloud. and, finally, repeated

by the participants silently. As a conclusion, VSG requires that participants are trained to



monitor their individual statements and learn to replace any negative statements with

positive statements that guide them to master the skills. T

Following the procedure, the participants are trained to change their dysfu tloal and
negative statements (e.g., “There is no way I can find enough members to Y&a group.”)
to functional and positive statements that guide behaviour (e.g., “I can WCt my friends

at the student service center, or | can ask my lecturer if I can t tocer itudents about

joining group counselling™). The findings reveal a significant nTiyg effc t as post
training collective efficacy. On the other hand, there is ¢ bly mor: fllm& the
means of the efficacy scores in the control condmon ve of thd\rreatment

Y—
condition. Brown (2003) discovers that the VSQNK] e very, ective when

people are learning to master new skills. \ O

A
O K
A lot of papers written on group le @ alﬂ c‘)

ftts@e focused on giving
suggestions to group leaders on the Ybandttra
(

o@e during conflicts. Among
the many skills suggested. mC®alhe hasp reg ;d‘ﬁ[ ost attention. Mediation
facilitates interaction betwg %\n en

N
counsellor from taking s \Ih “% ladﬁgf{g, 2012).
) O
%‘“55{1 1#h g@ counsellor as the neutral party helps the

N
group mcmbC\ e their own dccisf&‘ﬁ% about the conflict (Folger, et al., 2009). As a

mediator sellor facilitates interactions between members in conflict, but the final

r-
(@

Mediating refers

decisf®mon #le conflict rests with the parties involved. The process of mediating conflicts
requires the counsellor to be able to execute several skills. According to Brown (2009)

and Kottler (2001). the counsellor needs to (i) direct the members in conflict to speak to



one another directly rather than about one another, (ii) block insensitive or inappropriate
attacks. (iii) reflect the feelings of what is expressed, (iv) clarify the content OWF
communications, (v) link common points of agreement, and (vi) encou %\Mer

members to get involved once the intensity of conflict is manageable. Dono d Kolt
(1992) suggest that mediators introduce some basic rules which are ﬂ@keep the
discussion on track. They identify four basic rules that includ (WVe'honest, (2) no
name-calling. (3) no interruptions when other member is tal ug™en 4%{7 solve

the problem. . X

oy
z —
=,

Other rescarchers like Gladding (2012) and Kormz&f‘(l‘)&\h req%_
vith ch\ﬂicts in the

several different courses of action counsellors cagt: he 101‘1c <§
g}mo a\% m&chude (i) divert
hiw\';;]e an ‘lic{%s not a constructive
9 %
eneagement at that moment in time, anN

gag stpo soluﬁéﬁﬂ'to a more opportunate

N
time: (i) find a consensus \\'I]Cl‘ couz‘ellors nedi elt@agreement by helping the

group. Among the actions counsellors can eng

the negative energy in other directions if

members to compromise and ‘.&‘Iop a i \QQ hat x:é& both their needs; and (ii1) use

a power position where ¢ ﬁors e ; poéﬁh as authority figure to decisively
¢ |

intervene to stop the g idl if the iac cr{ l(a)/ cause someone to get hurt. From the

three courses of zl: S lggcﬁc ‘yeatng from conflicts and using a power position
)

(=

>
suggest that & lors avoid discugrﬁg the conflict at the time it happens. The

disadvanlagees e actions is that the conflict may not be addressed and the counsellors

ver the group instead of allowing members to resolve their own issues.
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Providing the opportunity for group members to express their thoughts and feelings is the
prime responsibility of counsellors in dealing with conflict in group counselling. BW'
(2006) and Shaffer and Galinsky (1989) advice counsellors to encourage %\sto
express themselves, while at the same time help the group maintain itself ¥hrough

stressful times. They suggest counsellors to intervene to help the grouggand CS members

to weather conflict by revising group goals, norms, and the ttew’f relationships

existed in the group. \d
X

. . >\
Most counsellors make the decision to confront or avoid @ basedor il'rQ{Gﬂons
o’ o
nort

to a number of variables. Lulofs and Cahn (2000) find t dew % assess
the nature of the relationship. the perceived ur@f m, ﬂk& perceived

responsibility to confront the other person, the%eptkm ot EQS approachable
or defensive, their resources like time, mo Q cw]f‘(;en@,

—

he@propriateness of the
“« Q-
timing and setting, and what they percN eo will.g.operceived urgency has
=
the greatest impact on whether ogffiota unsellpr wi ihi% a conflict.

’
&

P 4
a%roup will work together, accept

Important leadership ﬂmcti&\ermi'le W ther%

P
improvements. and try CNIO bct%w’e‘ysgs»ﬂoing a job. Knowledge of conflict
management slralcg’%ml tof thofle hh 1¢d€rship roles (Whitaker, 2001; Yalom &
<§( ol
1

Leszez. 2005) andyis “integral part c?){?Eadcrship effectiveness™ (Korabik, Baril &

Watson. l‘)(_N()O). Rashid (2005) conducts a study on student leaders’ conflict

managel le. She finds that there are three major conditions that promote conflict in
student oizations: role conflict, interdependence and scarcity of resources. Out of 159

members of the Council of Student Organizational Presidents, 30 presidents are randomly
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assigned to the experimental group and 30 presidents to the control group. A pretest and
posttest experimental design is used in administering a self-reporting CcorNHC
management style survey to both groups. A 10-1/2 hour conflict manage Xil]s
intervention. used with the experimental group but not the control group,_is destgned by
the rescarcher to enhance participants’ organizational leadership behawurg¥n the areas
of understanding the nature of conflict, conflict management sty S,Wunication, and
the conflict management models of negotiation and mediatio d tio@en Post

i . : ok *
Assessment Survey, designed by the researcher, is admilfigiered toffthe ?en@fal

group at the time of the posttest to assess usefulness ofllle imerventipn: \,Y'

&
i ntéz ease in the

integrating style score. and it is advocated as Whe mw\t tixligproach for all
concerned parties in resolving the interpers %n ic;. Th'cont roup, who receives
U]
res.

no treatment, shows no change from pN ost- .@itional analysis reveals

no relationship between gendef or Yudent Elass) '(lal@and conflict management

. s &
styles.  The post asscssmcnwvu G

that
experimental respondents 1‘:’& or™=s ag{% that conflict management skills
¢
intervention increase cofler’s fca it{
N
competitive con:w anag(n Pty increase confidence to use conflict
lygd

4

Comparison of the pretest and posttest SCOWSCN§

very high percentage of the

(3
S

¢ jpromote a collaborative instead of a
constructive help to cstablisfbbroup process understanding within student

organizali ong msed on  these findings, Rashid (2005) concludes that conflict
style may be improved through acquisition of knowledge and conflict

management skills intervention.
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A prerequisite to becoming an effective counsellor is learning when and how to intervene
during contflicts. Kellermann (1998) in his paper proposes an integrative perspectiw
conflict management in group counselling. Group counsellors can approac, icts
from four different perspectives depending on the types of conflict that occu¥ in the
group. The first approach focuses on the emotional level where the obj% to provide

space for the member to express his pent-up frustration. The s onWroach is at the

intrapersonal level where transference- related issues become an !hlS vel, the
approach emphasizes on the intrapsychic transformation the pertept ’jls@(’)n
experienced by the group members. The third stmteo the igterpergonal Q’proach

mter@. 1 between
es @‘he group-as-a-
whole with the aim to transform the gr l%namics.\h%( y
]

s:‘S}lhe meanings of
conflicts for the whole group is unph roupgour ﬁ'orgﬁﬁo focus solely on one
(

type of conflict or one style of mec w ,ﬂlct
ages group munx;l;;(;ns’(

(1998) encour

SE%\&S inflexible. Kellermann

N

) infegfoie cﬂ&{)@rent approaches since they are
highly overlapped and mtu o € h othgr. %
e

)

. )n t mgnage! n(n(gjoup counselling has been introduced by

Another perspective t

the group system f%

urkin. 1981) takc\%?o account the whole context in which conflict

GST ; tco llors who work according to the group-as-
a-whole appx
oceurs an X wmcpls of individual dynamics to the group as if the group would be

able e. feel. and think like an individual. Durkin (1981) views intragroup

tensions as a specific disharmony in the structure or general system of the entire group,

which also affect the individual member and the ecology of the group as a whole. GST
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depicts the group as something 'more’ than the sum of its members, having its own goals,

norms of behaviour. patterns of communication, and power structure which may pr(wv
social constraints and interpersonal conflicts (Connors & Caple, 2005). When %Sng
conflicts. according to this approach. the main task of the counsellor is to%ze and

handle these various forces and transform those that have a restrictive fect Yn the group

into more enabling ones. Y-

To conclude the discussion on leadership and conflict managerigt in rwiseling.

®
several conclusions are offered. Firstly. almost all works@p and jor C‘u_@ina

4

qeree that conflict is part of a group process. When pe et togeth woNon their

osi@ means of

achieving the goals. values. and opinions Mom int ay&@ch may cause
disharmony in the relationship. Second, %dyﬁc nilic 1is (&s in group is very
“ &
challenging. It involves recording of sCwgr: Ajons_éﬁ scrutinizing them for
N
v Irs. ']ir@sl study on conflict has

focused on the interpersonalggontlict N rk il(_)his area has come from the

communication ficld. (‘0@5 [cag al 1 interpersonal conflicts in group
e

counselling by ;1dupliql\‘ indiges I
counselling. contw t f f

objectives and personal goals. differences in théir onali

communication field. However, in group

not Tt mterpersonal level only. It includes the
intrapersonal agg oroup level conﬂfbt’us well. Due to that, more research needs to be

conductg eroup counsellors identity and manage the different types of conflict in
the grog. K¢ lermann’s (1998) integrative approach to conflict management can be the

starting point in the training of counselors-to-be to deal with the different types of

conflict in the group. Finally, group rescarchers cum counsellor educators through the
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application of various group skills have proposed ideas on how a conflict should be

handled but the ideas need to be tested before they are proven effective. In additi

test for the effectiveness of new skills or new ideas, several experimental %\ as

control groups need to be introduced. N
2.5 Research on Group Counselling In Malaysia V

Group work in Malaysia has been in effect since the in@\ o@?lce and
l

counselling services into the school systems. A school coufgsellor is pquingd, a¥ p@'of
id |

S
o
us
-
o
%
£
=
ua

her duty to the students and the school, to conduct indiv s we

for the students. Another setting where group cougsellig h

drug rechabilitation centers. The National An@Agenc
drug rehabilitation centers or presently kno% CUMF '%'ers, has integrated
@ o o)

group approach into almost all of its x\ iongnod s“in@attempt to rehabilitate

Dléfwhich oversees

drug addicts both during their early sior

intoghe ce
(—) ; N
join the socicty. \‘. 2 &

In their evaluation of the %Jme \Qmsee)&é services in Malaysia, Ching Mey

’ { (?
See and Kok-Mun Ng QU 1Q) notfce sha f(ﬁt\e ast 10 years, counselling services have

experienced a lrcn:%s gm\{l uht. T§\is evidenced with (a) an increased number

=
©
-
o
@
o
~
a
—
=
o,
-
o
@,
o
)
w
)
—
o

N
of counscllin(z\ tion programs th@ include doctoral training and master’s-level

counsellipg ms in public and private universities; (b) a greater attention given to
mentafgaltftand counselling in print and electronic media; (c) an increased number of

counselling-related workshops, seminars, and conferences; and (d) instituting licensure

for counselling.
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Even though group counselling has been acknowledged as having positive effects in
stimulating positive changes in group members, its popularity does not s the
demand for individual counselling. Rafidah Aga Mohd Jaladin and Noh Haj IJ?;:005)
explore the reasons behind the lack of group counselling practice as a$ of solving
problems in Malaysian context. They identify four factors that lea% up counselling
not being popularly practiced in Malaysia. The first factorgis Yﬁntroduction of the

Counsellor Act 1998 that warns individuals who are n li leWnsellors to

L ]
jcations. T 'seqﬁ- factor
A
S L‘Q i su@'vision and
, b, 4

training in groups. Available counsellors are neWeresﬁd pend}lime conducting

engage in counselling related activities to avoid legal i

relates to the inadequate number of qualified cou

&
individual instead of group counselling witmr c%,j ir({liQ the inappropriate

attitudes and lack of awareness toward rap“\'%l ong”;\}'ne Malaysian society.
ji

L. +
lNOOS\i‘élaim that culturally and

psychologically, Malaysians arglquitSsecretife affout {Q¢t personal life and are not yet

’ -‘40

Rafidah Aga Mohd Jaladin and No j

ready to discuss their issue@ gr(]u lng.'\éé last factor has to do with the lack
of promotion on the bene f 8roup fllingéo
¢
s

q E @
Despite the fact th% vidlwlvc_%selli;&s more popular among the public, group
9

works have reca much research @est. Research has been conducted on groups,
particularly@up guidance or psycho-education group, and group counselling.
JacobsaMas®m, Harvill, and Schimmel (2012) postulate that research on group will
continue to grow over time because groups will become an important mode of delivery
helping services to society. It is more cost effective and more people can be helped

compared to the individual counselling. In Malaysia, research focus on group varies from
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using the group counselling as one of the intervention method, exploring the
effectiveness of different counselling theories to manage problem, to developing mgdules
for group counselling. The respondents of the studies have range from school u

counselors trainees to counsellors.

Among the studies that implement group as an intervention tool mclJHua Khim

and Asmah Ismail (2012). Salmiah Monshie, et al. (2004) wh o t eir research on

group guidance. While Chua Lay Nee, Zuria Mahmud, and h (7010)

Firdaus Mukhtar, Tian PS Oei, and Mohd Jamil Mohd \@(2011 Ha 1 an
Khalid Yusoff, and Abdul Halim Othman (1994), m ls&%m and
i 0

Rohany Nasir (2009), Mohd Aziz Shah Mohamed

atl ff ad Jazimin

5 Samad ( ll) @i Sapora Sipon

(2008) are among some of the names wh; the%/ es%Q Oroup counselling.
wn m

]
or ¥ 1fy existing modules to
O
reflect the theory of their interest i [ %
) 's

Jusoh, Syed Sofian Syed Salim, and Nazariah

Most of the researchers either develop

.‘
Tan Hua Khim and Asmah | N?O ]), a an onshie, et al. (2004) develop a
short module that consis ve ;en e todg hour group sessions to tackle some
specific issues involv 00 d ts ua Khim and Asmah Ismail (2012) use

!

group g)undance a 0 to manage tru&y among secondary students at the public

N
schools. Salr Wonshle et al. (2004) try to identify the effect of group guidance
ée

expen%
achievers.

academic achievement and self-concept of the moderate academic
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Both Tan Hua Khim and Asmah Ismail (2012), and Salmiah Monshie, et al. (2004)
choose their participants from the school population whose ages are between 13 Y‘

years old. The participants are randomly assigned into either a guidance
control group. Both groups undergo four to five weeks of guidance group&wxce a
week. The participants in Tan Hua Khim and Asmah Ismail (2012) att gd guidance

activities that focus on knowing one self, assertive commuw skills, and

understanding one’s internal motivation to attend school, eeongdl grg p does
not receive any treatment. On the other hand, Salmiah Mosghie, ¢t al§ (20 mfr@ée
their experimental group to activities designed to enhan st dénts selfﬁoncept

while the control group undergo study skills activiti Th Te

elf&fvept Scale
; B&studles show

is used to measure self-concept in the pre %t treat

significant improvement among the subje the k'ék)ups. There is a
0 N
significant reduction in truancy beh amQng “p pants but with no

improvement among the students in trol,g an Khim & Asmah Ismail,
| q
2012). while Salmiah Monshie, %( 004 %xjghwa group shows a significant

increase in social self-conce& overlill se -con compared to the control group.

However, there is no y{%t ificiease l}'ac(éffuc achievement of the students. In

both studies, the p% S d ot )‘: @gniﬁcant improvement in the academic

achicvement, the eing the modu wo not include any academic related topics.

They believe %h n improvement in attendance and self-concept may bring better
academic Nevertheless, academic achievement is highly skills oriented and
content speeitic, and to have a higher self-concept will not guarantee an academic

SUCCESS.



In the above studies, the researchers apply group activities as well as the element of
teaching to disseminate knowledge on truancy (Tan Hua Khim & Asmah Ismail,

and self-concepts (Salmiah Monshie, et al., 2004) to the participants. The m of
participants for the studies are small. Tan Hua Khim and Asmah Ismail (20f%dude 40
students in their studies while Salmiah Monshie, et al. (2004) use 29 s&‘e;ts as their

participants. The participants are not only small in numbers but ar sively selected
from the truancy discipline list (Tan Hua Khim & Asmah Ismaf} "2 Z@Mg the
rfn@ons

prevent the findings from being generalized to other dents: pu thﬂ% other

schools. Vi o‘ \
In studies that focus on group counselling, themo: n w t bef\ the application

of some theoretical based approach to m er& Tepl mt?épora Sipon (2008)

moderate academic achievers (Salmiah Monshie, et al. 04).

studies the effectiveness of a person- CN ratio 10tlm<9ehav1our and cognitive
psychology Ad-Din (Othman MCam 20059 th rlps§eachers stress. The study
compares the treatment effects tthl th g

l c ly e¢f counselling groups at reducing
stress levels. The instrum u lS Qpat Stress Indicator (OSJ) developed

-#‘-.

\
by Cooper. Sloan and . l(e o rol pre and post design is used. The
subjects are 4() ressc between 21 to 48 years old. They are
randomly dwn four groups: (i rqon -centered counselling group (n=12), (i)

rational-en

%havnour counselling group (n=12), (iii) cognitive psychology Ad-Din

counsefyge oJoup (n=12), and (iv) a control group (n=10). All treatment groups receive
group counselling sessions for six consecutive weeks with one meeting each week. The

results of the study show that all the three groups display significant reduction (pretest to



posttest scores) on their job stress but without any significant differences on job stress
between them. On the other hand, the control group shows an increase on thei
level at the end of the study. Since the study is using an Islamic approach to %\l:in

as part of its intervention, the respondents are all Muslims. Other teachers*dhere to

other religions or belief systems are not included in the study. i

Similar to Sapora Sipon (2008), Mohammad Nasir Bistamam Rhan Nasir (2009)

also try to observe the application of Rational Emotive iour Jh ia group
"X

counselling in helping adolescents from divorced families. tudy gxpl s’h&(k}ld of

disturbance experienced by the respondents, and their la '1£t pros&.in term

9

of thinking, feeling, and behaving in dealing \twemaf‘dis banc t is also to

ascertain the effects of group counselling onNcademic czg\@planning of the
respondents. The respondents are 10 f% }oﬂg 5: @ears old) who are
n

' &

purposively selected. They attend groN sell sior@r eight weeks with one

N
meeting per week. Each session guns Rr two lLurs fpe ts of the study indicate that
. 2 .
detefmir ‘bb.a{ e digfuPbance among the adolescents 1s

-

pr()(vj& to be effective in changing the

S

0 {jnore constructive thinking, and (iii) able

group counselling is (i) able

due to their irrational bﬁ\&
adolescents’ belief sy h
to improve their ac%and

A\ 9

Looking at udies performed by Sapora Sipon (2008) and Mohammad Nasir

I

Bistamaffgan¥yRohany Nasir (2009), the researchers use small sample and purposely
selected r participants. But, both studies add a control group to their research to

compare the effectiveness of their interventions.
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Furthermore, in term of theory, the Cognitive Behavioural Therapy (CBT) tends to be
popular among researchers who study group. Mohammad Aziz Shah Mohamed A 1

al. (2011) and Firdaus Mukhtar, et al. (2011) examine the effectiveness of®on
students with low self-concept and depressed Malay patients, respectivelyﬂ%mmad
Aziz Shah Mohamed Arip, et al. (2011) observe that CBT approach mective in
increasing the self-concept of the treatment groups compared toYYabjects in the
control group who do not receive any intervention. In Fird%na ,'et al, (2011)
study. depressed patients who are assigned to the CBT grogp (n=58) fompgred Po(}r\?ﬂ-
treatment patients (n=55) who either receive medicatio%l)ther:f mgyof t ent,

Y
suggest that the CBT group shows a significant redta%' the xssoge (Fognitions

—=

or depressive thoughts; with the reduction re@ stabl€ s thldwo follow-up
assessments. On the other hand, the depre%nic tho\ﬁs% p&\he control group
; y N

have increased from the pre-treatment to%eat %nt, duthew?q@e consistently high at

\

the follow-up. S
Ozz N
Mohammad Aziz Shah Mohalw ,' )li l)%ﬁirdaus Mukhtar, et al. (2011)

trea{q:(eht and control groups. Mohammad

have purposely selected thgfr siwgple
!
¢
Aziz Shah Mohamed , ot al. (201 hfvecp ee treatment groups (n= 31) and one
\
control group (n=4 h¥are & :am@ldolescents with low self-concepts; while
NV :
Firdaus Mukhtgf I. (2011) choose\&& samples from 203 Malay patients suffering

from depre%vd then randomly divide them into six treatment groups compared to

one c@rup. Even though the numbers of experimental groups involved are more

than one, Mohammad Aziz Shah Mohamed Arip, et al. (2011) study lacks a control

group, which is made up of adolescents with high self-concept that could also serve as a
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control group in the study. Firdaus Mukhtar, et al. (2011) results could be influenced by
the special treatment the patients in the experimental groups received frmyk
researchers. The patients are given the flexibility “to change the appointmen@«ith
their doctors to the same day as their therapy program™ (p. 23). Usually, kind of
privilege given to psychiatric patients, in particular to the Malays, would mthem feel
indebted to the researcher and a way to pay him back is by trying Y&) improve their

conditions. l

\d‘ Y-
Based on the six studies mentioned earlier, one commo@eristi st s'o@nce
the researchers are using and conducting the modules Yﬂev% 1lita<§; effect

might have contributed to the positive changes OEN in tl‘ﬁ expPrimeM@l groups. As

researchers cum counsellors, they are moreNvat d to

effective to tackle the issue under study: can%ne gr@ sessions from the

“« Q
beginning until the group ends. They a rience com&ént counsellors, and the
N
questions remain whether theirepe nce a;inpe@ could have affected the
cts u serv

F 4
results or whether the same e'\ ' 4 ‘gﬁf other counsellors follow the
procedures and methodolo@rib m? @ensure the modules reliability, the

¢ l %l

researchers should trai e coufsello tg yge, the modules and let the newly trained

\
counsellors conduct% up sEss S 4 4\

S
NS

Recently, A@d Abu Bakar and Noriah Mohd. Ishak (2011) try to compare between
the profe@aQnMy group counselling with one of human resource division in the Naval

Army of aysia (TLDM). The study discovers some similarities in terms of guiding

(0)

principles shared by both practices as well as some limitations. One of the limitations to
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the full application of group counselling concepts has to do with the basic principle of the
army service. In the army, order of communication practiced is of top-down where 13ye
rank officers are expected to respect the higher rank officers. Another chall :%\Mhe
practice is the number of attendance to each group meeting. As suggest d%adding
(2012) group is at its best when the number of group members is bafgee®six to eight
people. But, the group meeting of the army officers may reach as aWSO people. Due

to the big crowd, it is impossible for therapeutic culture and b es@ among

the members. é ' .;0}
! aofl i,

Another interest in group works has been to develowmmew p w%_ Many
modules have been developed for guidance groupcwery fg‘v Or%i zed modules

for group counselling. Ahmad Jazimin Jusoh, et"8f (2Q10) ﬁ op-ﬁqodule based on
ithin

Choice Theory & Reality Therapy (CT tD beﬂ‘% S
E?ge

(%e group counselling
]
context. The module integrates the f(N s of deﬁl‘dpme

&
N
Corey (2010). The group devel@en | stage inchp @itial, transitional, working,
nd

nt as described by

- $ s
and termination. The modulw i S tifey” focus on managing discipline
problem among the sch@pl Swden I od&'is evaluated by 10 experts from
‘; 3 ¢
counselling backgrouﬁ s well f f? a€ert'f§?i expert in Choice Theory and Reality

NS
Therapy. The m ceives :per@ level of agreement or 0.817 for content

O
validity and i\ the process of be@evaluated for its reliability.

The st M lcadership in group counselling has also been very limited. One study
conduc y Fadilah Zaini and Maisarah Ishak (2006) has focused on the counselling

students’ perceptions towards leadership in group counselling. The participants are 40
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counselling students who register for group counselling class during the time the study is
conducted. The researchers measure the respondents’ perception towards cou

leadership. They notice that the participants have average perception, mea@ﬂ,
towards leadership in group counselling. The study uses purposive samplmg meaping that
only students taking the group counselling class is included thus the Wos do not
represent the perception of all the counselling students in the progr e study fails to
specify how the data is collected and the kind of measureme d oldeter ine the

respondents’ perceptions towards group leadership.

The review of literature on counselling services in % reseJl.lers are

sensitive to promote group intervention to so lem%‘ t oft they would
recommend incorporating group counsellin \e 0 us and1 to provide
help. Amran Hassan, Asmah Ismail, rt‘)"a Km 10) suggest group
counselling to be included in the serv vnde eld Qt'o help them cope with

N
loneliness in the old age. Kye § K (2013‘ nd i @Llang (2013) believe group

: s
h& gro@"up congenital heart defect in

counselling would be helpf to

National Heart lnstitute |ah . et@/ (2004) claim that by adding the
counselling element i 1dalce T [; }')ftjapants with personal problems could be
helped and the in n sk ugYh;%\e group activities could be better digested.
Mazlina Mui ncoulaoe nsellors to help the homeless gain a sense of
belon gm 1 group counselling as group provides them with an avenue to reduce

stre d tWMearn coping skills from each other.
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In term of its utilization as helping service in Malaysia, counselling is seen as having a
low level of cultural and social integration. Ching Mey See and Kok-Mun Ng (?&
observe that the services tend to be categorized according to specific language %\nic
groups. Malays who speak Bahasa Melayu tend to seek out Malay counsello nd, the
Chinese counsellors tend to organize counselling services that cater t t}R;ds of the

Chinese society. The situation calls for concern as counselling sewwﬂr\ould reach all

Malaysians regardless of their ethnic backgrounds or religiou n r“er to,achieve
that, 1da Hartina (2003) and Dini Farhana Baharudin (2@l2) cdll Mﬂse

programs to prepare their counsellor trainees to be multl urally p nt' omg
that, the trainees are able to meet the needs of the s c;et nd n n a}ék rvices to

| ;
their own race. % &
_\O

Similar to the scenario in the United Stateg Coghse ll ai)rsdgk&Malaysians are also
concerned about counsellors’ compet& bdu i Otig (1996) suggests that
Malaysia should develop its o trafhing m the needs of the society
cultural and religious value\Ab h{ %erest in urging Malaysian to
develop its own indioenoK&ew nsellg %as started in 1986 when he began
$ry

to critically analyzed ts

rational emotive %t and an@ He wants counsellors to be open and
critical of sor Acts of the theorles@ are not parallel with the cultural values of the

commume) articular among the Muslim clients. Sarojini Menon (2000) in her

¢
om t

e

fed dEﬁ?ﬁnt theories, person centered therapy,

assedmgentf the counselling services in Malaysia also makes similar suggestion. She
gives the example of Chinese guidance workers who have successfully integrated their

traditional values with the westerns. In order to develop a training program unique to
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their society. the Chinese search for a more appropriate balance between the individual

ideals (Scaff & Ting, 1972). (\

The issue raised by Rafidah Aga Mohd Jaladin and Noh Haji Amit (2005 limited

used of group counselling by counsellors to help those in needs have awen discussed

among counsellor educators and counsellor practitioners in M sik, After more than

thirty years counselling services have been introduced In alays'a,w Halim
@

Othman, et al. (2000), Ching Mey See and Kok-Mun Ng@and S
i

called on the Malaysian universities to reevaluate tiigs unsﬂ\

professionalism in counselling can be established cwnde.

%
&

(2000) write:

@ that a detailed set of

gh there has been some
itution to another and this

The history of counsellor preparation i
selection standards has not yet been deve
progress in this direction. Counselloy
has resulted in the differences in teac
of candidates, entry requirements, &/1or qllalficgtidns, traliag material, length, and content

preparation, and the degree offered l 0
Abdul Halim Othman, et al. 2000QOtic\l‘ € &é)elling programs offered at the

universities are varied anc&are b on model. Certain universities based
Sy

\ ! &)
their counselling currig% n gsythgides \aﬁ)ﬂeas the other on education, depending

N

on the objeclives%k facylty t ) set@'the counselling programs. As a result,

counselling studgs upon their gradu@( may develop strength in either knowledge of

human dcvcl(\?m or on counselling applied skills.

AnotMaigfue that is related to counsellor training and competency is the topic of

supervision. Presently. Malaysia is still lacking in competent group counsellors (Ching
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Mey See & Kok-Mun Ng, 2010; Rafidah Aga Mohd Jaladin & Noh Haji Amit, 2005) to
provide quality supervision to counsellor trainees. Counsellor trainees only réY'g
supervision during their practicum and internship trainings. The number of s@\on

visits and quality of assessment vary among the universities. The professionn quality

supervision for counsellor trainees as well as for newly licensed %gilors, Abdul

Halim Othman, et al. (2000) urge the local universities and the Boar unsellors to at
least meet the minimum standard in selecting and training n lokai?s. They

suggest that all the counselling programs provide opp@gtunities for seﬂ&&'to
ro

| &
r SU@ISIOH.

Y’ N
Ching Mey See and Kok-Mun Ng (2010) want mgre re§garch \%ond ¥ to define

and refine counselling purpose and direc@\eory o‘ rac&. and training

framework so that one quality standard can %omote Nwtai @professionalism of
N

] v 5')

\ &
In short. interest in group Work hasiwwn a’pos' Vi (@)pment in Malaysia for the
last fifteen years. More reseaggh ha eie b{ ed téﬂplore the effectiveness of using

. G@ps have also been a medium for

I &2

alr rc§axles. However, groups as a medium of

continuously practice their skills and acquire new know[Suge ”ndfr

counsellors.

group to change some @ura
\ B

researchers to test th ivengss of

3
intervention can ¥4 ovedi W resé}ch can explore the dynamic of leadership

functions anc\ ining of various &@5 skills, so that more competent counsellors can
|

be train iver effective group counselling. Currently, most of the research
condiygted group, in particular group counselling, are carried by counsellors and

counsellor educators who are familiar with the topic. A novice in counselling has rarely

done research on group counselling. As a conclusion, due to the competency concern
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among group counsellors and the lack of research on leadership functions in group
counselling and conflict management, the study seeks to explore the issue and devev,

training module that could fulfill some training needs of counsellor trainees t%\ne

competent group counsellors. a&
2.6 Summary V

miclperspectives,
and conflicts management in group counselling. A special sgction
discussion on group counselling development in Malaysi%a]l,:tl
group leadership between the Western and the Islamith \eﬁfg tive QM leaders

share between them more similarities than @ I

£
%

should be people-oriented. believe in peoplegs poteritia eYoxthe better, empathy,

warmth, and responsible. The only mayj

stresses on the responsibility of grouim 1de t@members to adhere to the
c

elr %

[slamic way of life and they sho ountdble for [he&wn actions.
S

The chapter has also dclib& n the conddfct fu@ns, and the influence of cognition

O
| :
pas“bterature emphasizes on the need for

and emotion on conﬂ%\cm es &
counsellor lraince%kiersgnb%'ir co@l styles and the factors influencing their

conflict behava Finally, in term{l;'ﬁs interest on group work, Malaysia is more
attentive in g\?ping modules to be used in groups or using groups as intervention in
detemninihe effectiveness of group approaches. Interest on group counsellor personal
development or skills competency is still lacking. Not much is known about the

perception of group leadership functions among the Malaysian group counsellors.
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Moreover, no study has been conducted to explore the counsellor’s conflict management
strategies in group counselling. Due to that, this study seeks to find out hovv
counsellor trainees at the Malaysian university perceive conflict and group e}hip
functions, and how they manage conflict in group counselling. These two top%conﬂict
management and group leadership functions among the counsellor tra@ ave not yet

received much attention within the Malaysian group context; t usvresem research

hopes to shed some light on it.
NY.
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