DISCUSSIONS AND IMPLICATIONS
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CHAPTER FIVE ﬁ
X

5.1 Introduction é ’ _{'}
v b

This chapter discusses the findings of the research bwn th‘b.q rch q;Q\_t‘lons and
hypotheses. The discussion relates the present recNh t
chapter also deliberates on the researchic ionsT var.ﬁ he theoretical,

—

e‘}as sear22 ndings. This

5.2 Discussion of Findings IQ
- : : ~ ']
The discussion on the ﬁ%s

demography follows by glie itat

5.2.1 Demograph 2 ticipgnts
Q( ‘vs

The panicipa&r the study consis@% graduate students from the Guidance and

Counselling&?am, Faculty of Educational Studies, UPM. Their average was is 27.8
a

yearg O ning that most of the participants were young graduates. The majority of

them were females. Similar to other helping services like social work and nursing,

females made up the majority population compared to males. Counselling profession is



not an exception. Females are reckoned suitable for the helping profession because of

their personal characteristics. Female helpers are considered more warmth, &ce,

gentle, caring, and easy to empathize compare to males (Nystul, 2011). !%

Having more females than males as research subjects are similar to thawun.ld in other

research. Smaby, et al., (1999), Rybak and Brown, (1997), and %gina and Sullivan
1an1

(2000), Sapora Sipon (2008), and Mohammad Nasir Bistaman Nasir (2009)

have more female participants than males. This scenario ref thq pop ¥ of the
S
profession among females than males. ' _{9
b 4 \’T
5.2.2 Discussion for Research Objective No.1: Exper§nc ¢ nﬂict{q’%roup

counselling \%

Definition of Conflict in Group Couns % AY \'\
(] 4 Q%C?
To understand their experience wi mct i’ ouns@ng, the counsellor trainees

were asked to define the tﬁ% Tict™. trz!in% showed consensus in their

definition of “conﬂict.’@wm.' }

disagreement or discre M id : zl;égperiences between individuals. This

definition paralle]@ n’s 20 Ottl\ﬁr)s (2001), Lulofs and Cahn’s (2000) and

Whitaker’s (2 ho o ELeonflyd to human interaction. Conflict is shown
: s WV

through ov ession of verbal\‘ﬂi nonverbal communication among the parties

inv@
On the®her hand, this definition lacks any direct mention about goals being obstructed

or personal needs being frustrated (Folger, et al., 2009; Kellerman, 1998). The trainees

in p counselling was about the

.('D
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focused the description of conflict on the vicarious expression without associating them
to the internal motivation or to the frustration of personal needs. But, it can?’uplied

that disagreement between members was about personal differences 13 %\between

thewfoup as individuals

themselves and the world.

Discrepancy in ideas, values, and experiences was inevitable i

from different backgrounds gathered to work on achieving per‘onal goals. When

disagreement happened, members felt their needs werg bel fustr llenged
because these disagreements prevented them from ¢ Ntratin ir g
Furthermore, the trainces’ definition of conflj d:; cou elllpéwas exclusive to

defining interpersonal conflict. lnterpelsona 1ct is oft ov@/ expressed through

\5 A
eomyse bf itewiriD cc@xce, writings on group
M& 6 “

B
counselling also tend to give pnorltN erpers conm‘&as compared to other types
N

i, 82 Ho@ 2001). On the other hand,
‘S 4
omglleeszcz (2005) argue that conflicts

in group counselling exn no ly ilter ‘l‘%nal but also at the personal and group-

as-a-whole levels. @an th nﬂ@ in group counselling were interpersonally
oriented, counsinees WEre fna

conflicts in : rouP

here were trainees who observed intrapersonal and group-level conflicts.

actions or emotional expressions.

of conflict (Brown, 2009; rm

Kellermann (1995), Whltak\(z

dq'o livious in understanding the complexity of

&

Unfortunately the observations were not noticed by majority of the trainees. Taken into
consideration all the different observations, the present study defined conflict in group

counselling as being “the disagreement or discrepancy in ideas, values, or experience that
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could happen at the intrapersonal, interpersonal or group level. It is displayed through

verbal and nonverbal expression, and involved needs being denied, c@d, or

Triggering Factors Y.

As the trainees shared their definitions of conflict, they also 1sc¥sed the factors causing

frustrated.”

the frictions. Among the factors were the counterpr e v1 personallty
differences, negative emotions, communication styles @ssnon f s'n&C;Ssues and
an incompetent leader. These factors provoked c eg elevﬁ&o it. Similar

observations have also been acknowledged b%@ (20“1 rey ﬁ (2010), Brown
(2006). Ida Hartina (2003), Ivey, et al g)) an Ry &Qown (1997) in their
groups. These factors are not exclusiv 1€ gglou emb% only, as Brown (2009),
Corey. et al. (2010) and Trotzer (2M II cou@b e exhibited by the leader as

well. Brown (2006) dlscover% unter, ;).C}tll/ aviours, in particular antisocial
’
\fhe gr

behaviours, provoke negwctiots 0%"[1 term of communication styles, the
finding is in agreemen ven 01&)(}1 995), Rollof and Miller (2006), Rybak
s
§( members and leaders are more likely to

and Brown (1997) e onget ?(
interact in a nox ly and tifrea en;@'pattem Accusation and use of strong words are

sometimes :M without restrain.
As f@

thexpression of negative emotions like anger, frustration, and sadness, Brown
(2009), Yalom and Leszcz (2005) find these emotions to be threatening to other
members, causing them to retreat into themselves. Similar observation by Lulofs and

Cahn (2000) and Roloff and Miller (2006) of the interpersonal conflicts show that
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emotions and conflict are highly connected. Individuals involved in interpersonal

conflicts express more negative emotions and behaviours compared to those n olved

in conflict. : (}

Furthermore, the present study discovers that discussion of sensitVﬁsues was also
] M, sensitive issues,

me'i. But, Malaysia is

unique in term of its buildup where many religious, golitiCl, ghd ral ivues that
N
, | S

e racw} sgnti ent@!hgh, 2001).

\m N .
lab@s intentionally
. tb‘ﬁ)ore heterogeneous

g@eir differences in many
o S

accepted as one of the triggering factors of conflict. From the

which could be disguised in many forms, have not been clea

when shared among the different races can easily pr

Thus, members inviting a debate on sensitive issudg ar

wanting to start a discord among the mem@ other

the group is, the higher is the likelihood %embers\h@ i

issues discussed in the group. \%
Finally, having a leader wh K skills,and o ge to lead a group is often a
' f &

challenge to the group. le agr ith

im Othman, 1. (2000
Abdul Halim e\ )
2006), and many s Mave e

’ NI |
group is not endyg ensure atﬁr@'counsellmg would be conducted effectively. A
A &)

leader shjgmsess group skills, %ht attitudes, and knowledge of group theories and

personiy velopment, and have undergone relevant training before he or she should

be alloweto lead a group.
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As a whole, the onset of conflict in group counselling could be the result of some

triggering factors. These factors could come from the members, the leader, and t cial

inees witnessed

environment where the group is conducted.

Conflict Development

In terms of their experience with conflicts in group counselling,

progressive development of conflict. The trainees recalled o (4 dlsrespectful and

ol

behaviours included rejecting helps from others, b ing a;g efftative,showing

?-

offensive facial expressions, behaving rudely, and %king ing (ﬁ\n’nents. The

trainees’ descriptions of the offensive behavi U%Nesi theg,ttem of problem

behaviours described by Brown (2009),Gorey (&?la (}ég (2013), Tuckman
\

(1970), and Yalom (1985) for the tran@ sta@e of’ a)ule@elopment. During this
stage, groups are generally chara% blétac;ing aviours among members,
anxiety, defensiveness, resistanw struggvfjsol@(grown’ 2009; Corey, 2011).
According to Yalom and LK}QOO@“%%%%@ defensively because they want

\
to test the leader and thCn bers’ %tﬁlc@/@ection of them, to experiment with
power, and to lear quess emgel es.éfMte often these defensive behaviours are
&2 kT
sMal ¢

portrayed in interpRrs onflicts bet\gindividuals who feel their positions or status

defensive behaviours being targeted towards themselves an®Wothfr

N
ed (Folger, et al., 2009; Lulofs & Cahn, 2000). Within the Asian
jation is more likely to happen between members who are different in

status eithel in the work ranks or in social positions (Suppiah, 2006).
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In addition, the trainees also mentioned the occurrence of bullying acts during conflict.

Bullying relates to the use of vicious words like calling a group member “st@)r
involves demeaning and intimidating acts with the intention to humiliate an:?n@rmine

the self-confidence and self-esteem of the other (Soules, 2002). In the pr tudy, this
action came from a few members against another group member. Thisw behaviour, if

not controlled could cause the victim to retreat into himsel greﬁlse to further

participate in the group activity. Brown (2009) and Ivey, et al%00 )M@ szLi]ar

N
behaviour patterns in their groups. This bullying act is a ile rampan@in l:eé‘;;?e and
’ Y

& Myer, 20006).

ecéq others, and at

the same time are challenging the leader whc ail % *{herapeutic group
o S

environment (Yalom & Leszcz, 2005). N

other interpersonal relationship conflicts (Lulofs & Cahwzzo ‘

When members start to engage in this act, theyg&%ng
has

73

Y

From their experience with conﬂ" iS, zwas t,otic |t@fferent trainees revealed

P 4 P 2
different sections of the conﬂiwisodi.

n?& the overt disrespectful and
defensive behaviours, some \%me

lref to open up, and some when the

¢’

. g4 .

group was stuck. To sur riz€ thefr ¢ ler{u\é/the present finding concluded that at
s

one end there were t & e (ﬁnte\?%nsitive to the members’ slight behaviour

(_,

change. And, at Nher end, there were\rainees who were only aware of the conflict

when more ai™we than productive behaviours were being displayed by the members.

These differciT®®s in observation could be linked to the level of knowledge and training

the trainees received (Rybak & Brown, 1997; Stockton, et al., 2004; Trotzer, 2006).



In addition, Gladding (2012), Yalom and Leszcz (2005) claim conflict is also part of a

group process where its occurrence is anticipated to happen throughout tl&g::p

development. Conflict during the later stages is more inclined towardsYssug# like
termination, loss, and expectations (Brown, 2009) but these changes in were not

mentioned by any of the trainees. Maybe the themes did arise but siw were more

subtle and not accompanied by counterproductive behaviours 1e§were dismissed as

normal instead of being dealt seriously by the group. \d

L ]
¥
As a conclusion, the findings from the first research tion show tl th!: Lh(?lees’
4 e
confly

definition of conflict shares some similarities with omﬁ hsus\ Yet, the

present definition is devoid of internal inﬂuen% It i o di‘gy associated

with goals being frustrated. In term of the trigg&g fa t O.an are supported
A

©]
=
v

by previous research. Discussion of sciT® 'v)iss“e see 0 lm}more relevant to the

“« Q-
multiracial context of Malaysia. FinaN term obﬁ%tions of conflicts, some
N
trainees were more sensitive " theQehaviogral id.e@na] clues while some only
iMed

. 4 s .
noticed the conflict whengthe sftuat N e s@‘hs. As a whole, the trainees

—

ict(\agw limited by their familiarity with

descriptions of and ex@s

¢
interpersonal conflic aredfto othRgr tsja conflict. These limitations may result
: N ,
from trainees’ ingdgqite exPaSy )0 m@ersonal conflicts specifically and to group

experience | al. \C-,

N

N



5.2.3 Discussion for Research Objective No. 2: Conflict management strategies to

Conflict Management Strategies A

From the discussions with the counsellor trainees on their conflict ma@mt.strategies,

the present research discovered the trainees’ tendency to ap W conflict style,

group skills, and personal creativity as their conflict strategi \d
L ]

Y-
. N
Conflict Styles % , ’ _{‘)
: \’T

yscussegl Qoout their

s idgﬁed among the
trainees. According to Thomas and Kilmar@ﬂ , | \v vedd conflict show low
Jevel of concern for their own and oth%les’ ﬁl%]e \id from dealing with
the conflict for fear they will losg Fo r,[ - (3009) .@ice that avoiding can be

disguised through several ac unsell®rs ?J ab'd working with conflicts to
2y f &

protect members from eming rro Mt to nplay individual differences, to

20(?@)». According to Folger, et al. (2009) and

s on the common gfypd, ot to
focu tN )
one (Ida Hartina, QQ lofs h 4l
£ & usof . .
ng can us approach when the relationship between

Brown (2009)
~ Y
members isw ts early stage and 115% are not yet ready to face the conflict.

The us i third party approach is paralleled to Ting-Toomey, et al. (2001) study on

manage conflict in group counselling

the @lg{enging issue with a less threatening

2 .9

the in ce of cultures on conflict styles. The use of third party, according to Ting-

Toomey (1988) and Ting-Toomey, et al. (2001), is quite a common practice in the



o
e <]
(8]

collectivist or pluralist society where parties involved in the conflict may express their

grievances through a neutral party instead of directly confronting the other. Tha%znt

study showed that the trainees resorted to a go-in-between to help alleviate tl %ts of

the conflict. This go-in-between was chosen from among the group men?nd he or
i

she acted as a mediator between the parties in conflict. In the Asian ¢ s approach

is applied when the leader is one of the parties involved in the ¢ ]1& or the leader fears

that he or she may act with bias towards one of the parties, group,d wants a

-

neutral party to help them (Ting-Toomey, et al., 2001). , C)\
..\

'ie €. LllﬁMYer new

Given their young age, the trainees were still lacking ir

counsellor trainees they wanted to be acceptedfai £ rou;t‘ ar of losing

one’s face might prevent them from takin &uct' i Qage the friction
between group members. Asian culture %oi Dbe&' S 11 $e s face, meaning it
on abo othe&&msdemeanor This kind

] iZ@May reflects the associative

teeQﬁ}_fs by ignoring to acknowledge

=

US,(:&W prefer to be indirect in their

is considered rude to be direct in one

et

———

of behaviour, Glen (1981) an Y.ome
culture. The Asian prefe rg;\o%
something mappropnatéocc
communication with o% In this ¢

\
the third party skthey,‘\ r sur;é* the consequences of their actions on the
group dynamA on a particular n@fer Other conflict styles might be explored as

trainees bec etter acquainted with the group or when they were more comfortable

0} es in the group. As Abdul Harris Mohd. Darudin and Norwati Mansor

(2011) find that the administrative personnel dealing with recurrence conflicts often use

Jleér)a 1ees resorted to the avoiding style and



compromising. So, it is hope that as the group progresses, the trainees are ready to

In term of group skills, the trainees tended to apply the attending skildg likehquestioning,

experiment with different conflict styles to manage conflicts in the group.

Group Skills

clarifying, paraphrasing, and summarizing. These applications gf ba unselling skills
are found in the training of group counsellors (Smaby, et al., th, (J%; bani, et

al., 2002). But, relying on the attending skills, according §g Brown @00 and‘T\&z'er
g
f rcha}le gil grouQ.events.
N

(2006) are inadequate to help the trainees deal with con

hreat VOnﬂict as

The use of attending skills may not successfully illigpin

experienced by the group. This claim is sup@ Brow 6), 8& et al. (2001),
and Kottler (2001), who encourage the'( ﬁvfoups { \"'Lk '@brasing, reflecting,

e " >
empathic listening, and reframing w ing‘\zvith ﬂich')rO deal with conflict

—

| | N NS
effectively, the trainees need to ?l oml va ed@p skills like facilitating.
order

confronting, blocking. and mc% y: or tje c.(l):,&t to be dealt holistically, both

in exploring the depth aK dth Of ‘\sue (& et al., 2001; Yalom & Leszcz,
N

2005). \ e
(—) '}: Q‘—)
Comparing amo%i&vfoup‘gk Is J:e lo@by the trainees, facilitating skill is the most

popular. Fac@g skill, according\@adding (2012), opens up interaction flows

among gro meers. Using the skill, counsellors leave the responsibility of solving the

conflictg i hands of group members. But, total reliance on this skill may create undue
pressur nd frustration in the group and may even lead to disenchantment with the group

process as a whole (Trotzer, 2006).



Furthermore, in a conflict situation, the mediating skill is seen as more effective. Even

though the trainees do not directly mention the skill, it will be the skill to l(&zo.

Gerzon (2006) and Trotzer (2006) believe that if counsellors can mediate t %tion,

they can help members transform personal differences and obx? towards
strengthening the group dynamics. Mediator leads through conﬂicw ing that the
leader reaches out to the members, seeking to bridge differenc tha?exist among them.

By mediating, the counsellor faces differences honestly and ely, adkno ges the

®
complexity and sensitivity of the situation, and works toge with thg mei TS @d
; =
N, YET
Another counselling skill that is also popu(Ning tm eesQ confronting.

the group from the conflict (Gerzon, 2006). 5

Confronting is usually used to identify or e%dis epat t(ikp mote sharing on

A

the affective and intellectual levels, or to omefing laddid 2012). The trainees
]

. . "l
used confronting to explore the dM cies b n @.,5 members’ words and
N

actions so that better understawc-ng a the sit,;tycqu@achieved, Yet. the skill was
0 t

also used to attack member\vh O 0 erpr@&tive behaviour or on members

—

who started the discord &ont vgifen u(s§xoo early in the group development

] ¢
may create feeling o %mto (Cor ,tt 4{5?010). thus should be avoided until trust

% . S
and bond have b% lish f gro%
<
E . S
Personal tivi
Fro@ rview, only two trainees claimed they used creative approaches to deal with

conflicts. Interestingly, these creative approaches did not utilize verbal communication

skill as its mean but rather focused on the expressive or artistic medium. To the trainees,



drawing and writing down how members felt about the conflict might help them express
themselves in a safe and non-threatening way. Even though this approach isﬁ as
avoiding by Brown (2009) and Folger, et al. (2009), Ting-Toomey, et al. (20 %ept it

as a portrayal of the pluralist society. In the pluralist society, people are av confront
h

conflict in the open as it may cause a person to lose face, so indirect M to address

the issue is encouraged. Y "

Based on the findings to the second research question, severfp coifclusi cpulq be

derived. First, most of the sharing on conflict manager ra CUICS v d'are\(;?i the

t in the@!up could

ler 122: (1998), and

trainees' experiences dealing with interpersonal contli ut,

also occur at the intrapersonal and group level@ 2 (%),

Whitaker (2001) want group counsellors to be are f th fer nvaes of conflict

existing in group counselling. Group- -le rvan on s l S c@or a high degree of
knowledge and understanding on\ art traug& Group-level conflict
intervention skills refer to the |l to act ,| oft @ncomaoemem of the entire
group, not just for indiv du mel u rrou’ ithin the group (Trotzer. 20006).
Intervening at the gro l S the &up that there are unacknowledged
similarities among g em rs th vﬁu&%@ helpful to be verbalized and explored.
Ability to mana ni¥ict atfthe g pr lev&s beneficial to show members what is being
avoided, ml . discounted, or @ed could actually be very important for further
growth lopment of the group and the individuals (Brown, 2009; Kellermann,

er, 2001).



Second, the trainees were more inclined to use their power to manage conflicts especially
to control and set directions for the group process. They used the power to (i)& he
session when discussion of the event seemed fruitless, (ii) change the topic v hﬁ]ict

turned complicated, (iii) introduce activity when group members seemed?g& interest,

and (iv) remind members to focus on their objectives for joining the Mleberman, et

al. (1973) and Yalom (1985) cautioun group leaders to use theigoxr sparingly. Group

counsellors who rely on their authority power to manage t up 1 aWy retard

®
the group growth instead of promoting it (Lieberman, et al.) 3). ' °‘§-
AT
ﬁﬂi{ are@_ﬁﬁfonable

Third, if the trainees can acknowledge the different ty?ﬁ v
exploring them, then it is accommodating for “‘%My dikfe roliéx%apply other
ig tQm to share their

group skills relevant to the demand of the sinhTh rain
¥)<

observations of the group dynamics or %llanihg%1 icta"mught into the group
c

9 Q-
process. They could do that by giving\ ks to me@s about their verbal and
. . . N
nonverbal behaviours. By domchat iE tram‘;sfl]t i se the group motivation for
change, gain greater insight'nq ' - 1avio@ffects others, and increase their
comfort with taking integfe I ri Magfran, e@,’ 2002).
E 1 O

2 .9

Fourthly, the findi ed thit thy tfgine (.Had a tendency to work on the expression

4.

o

N

neglect or \ hasize certain emoNons displayed by members. To them, negative
emoti %uger should be downplayed if not it may retard the group growth. But, the

¢ ¥onflict is it is always accompanied by emotions, particularly by anger and

. . Loty
of disagreemengyl s or thowht# amdge members. In doing that, they were likely to
em&

natu

anxiety (Folger, et al., 2001; Roloff & Miller, 2006). Due to that, Brown (2009) suggests



group counsellors to listen and understand the intensity of feelings each member in the
group wants to express. This exploration of feelings include those who are& ly

involved in the conflict and those who are not actively involved at the tims Aaidin0
o

conflict and its accompanied emotions should be the last resort used as it W ate more

problems to the group as it develops. V

5.2.4 Discussion for Research Objective No. 3: Attitude tow :con"lict in group
t-}

counselling -
IS

From the data analysis, it was shown that the trainees gortryed nefaglve titud&fowards
N

conflict in group counselling. Attitude involves 5; ecti\@b havioural

and cognitive responses. Attitude can ¢ e;’rely 0 miéﬁr of affective

component and it is not necessary for al%e elem\\éﬁgb KE ented at one time

0 S

(Bohner & Wanke, 2002). Due to tl@rai ees’ a tﬂde@vards conflict in group
10 A

counselling could be inferred frov emr th@ng pattern or actions. The
trainees reported expenencmg%l eg,atlxe bf(jgsl‘l‘:, anger, anxiety, and sadness,

and they, at the same tim&\om@ortab Wysiological responses. In term of

(Q

cognitive, they devel(te nflj t's?ls l’\'l‘@escribed the self-defeating thoughts
o

they have about th@es ;n the}’ 1;3&&/3 result, they engaged in behaviours that
show more dentf wards wor ng(o r{,&’ége the conflict.
A RS

Affectiv@nent

Alm all® counsellor trainees experienced myriad of negative feelings when they

encountered conflicts in group counselling. These feelings, according to Guerrero and
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LaValley (2006). and Long and Brecke (2003) are expected during conflict. These
emotions occur in reaction to stimuli, internal and external, that threaten one’s s&iﬁg
or goals (Long & Brecke, 2003). The negative feelings are reactions to seei %nbers
disagree with each other, raise their voice, or criticize one another. This w supports

Bolger, et al. (1989) who find arguments accounted for 80 percenwe variance in
respondents’ negative mood. As the trainees observed more Urgments. arguments,
and disruptive behaviours in the group, the more uncomf ¢ the me more
i R P\ g
negative their feelings would be. % | (}
s g

Along with the negative affects are physiological chages, w y in t@’s of how

ces Ezcgme strained,

Cgl| ; ; ; ;1011 responses to

activated or aroused the trainees were during g S.
Xe

stress, regardless of its sources (Girdan . Evly, 2®). The physiological

“ Q-

reactions like increased heartbeat anN ccordh%'to Folger, et al. (2009)
N

qs@ed with anger. Given the

heartbeat becomes faster, and body tense

to deal with conflicts i&
. G

where members wo Meratcfdiffenofs in Rleas and personality. Thus, seeing the

group not functiaQipe expé Y' § feel challenged and angry having to put in

more effortség harmony to the @

Con 1pts

During conflicts, the trainees showed a tendency to engage in self-defeating thinking

patterns that mostly worked to undermine their confidence as counsellors. They



associated conflict to resistant, weakness, and failure. They developed negative conflict

scripts of the situation and expected the worse to happen to them and to the gro se

“

cognitive scripts are usually based on past experiences with conflict as welas plesent

ks

concerns and interests (Roloff & Miller, 2006). They learn the scripts bserving

unresolved family conflict or from one’s interpersonal relationships ers (Folger,

et al., 2009). Y' '

The conflict scripts in this study were confined to the way tra 1eMgted?t.he

i LS
conflict to unfold in the group. One example of the trai * Tonflictfscififls Beghp’with
4

«differences in ideas or opinions follows with dwm W al‘gulﬂ%f among
members. Then, negative emotions like angecwenx' ! pen{keﬁ the group

environment. As a consequence, members V\Maﬂ&n\c rp.r& tive behaviours
that will disrupt the group process. The arsdt}o"s rus(%e'\ch other and to lose
“ Q.
confidence in the leader. As a result,N ill sto g tﬁfé group. And, the trainee
NS
fails as a leader.” The worse tggrch t&the scri,t w. \»‘h@ trainees believed members
would abandon the group aQe tli MQ S as faMpre. The way the script is being
structured and repeated\m& tr ‘Vsbwnd (@h]y related to their expectations
|
¢
towards the group fu%'s» tge m fs,dcn? themselves as counsellors (Roloff &

Miller, 2006; w% 2000

mentally st ralyzed in their @'negative beliefs, and lost focus on how to

‘4

\
o thegd®gative conflict scripts, the trainees became

T

constructive\pond to the situation.

Con™h ripts are also related to the perception of one’s competency as group

counsellors. Majority of the trainees lacked group experience. They assumed that after



completing the group counselling course they would be able to effectively conduct group
counselling Trotzer (2006). Like Brown (2009) says, these faulty beliefs ca u@
young graduate to overestimate their skills and knowledge in conducting ef hroup
counselling. The trainees had built perceptions that a group would be witl nﬂlc[ ifit
was well planned, members were satisfied, or when everybody was a efl'to share. So,

they were not prepared when conflicts happened. Automatical fel defeated and

confused. These faulty beliefs about group development an eff 1t them to

develop negative attitude towards group counselling i Teral c’)n
particular.
In term of behavioural reactions towards ct, ma}l \mTth l@ s et aeis

Behaviour Component

. N

that were resistant to the situation. Th d to Stop further \ission on the conflict
ignore it, become quiet, or tu Oess!. Thdse b Avlours, except for being
aggressive, paralleled the acti% ribedyBy p an (1982) of group counsellors

who when under pressur \]d @d it 1ate relief by refusing to work
N

immediately on the ¢ Q

The behaviours% by’tbe.)} es,@ere also supported by Brown (2009) who
Yv

—_

observed th pe group counsellor \ehen confronted with conflict incline to exhibit
any of the ing actions: (i) walt to work or become involved in the group, (ii)
suppre ortant feelings, (iii) expect others to take care of them, (iv) make quick

evaluation and judgments about others, and (v) expect others to fully understand them

By choosing to engage in the above behaviours, the trainees expected the group to feel
o



sympathy for their lack of constructive action to manage the situation. Due to that. they

might change from being someone who was sympathetic towards group mel% to

being someone who needed support and care. 3 ' ,

As for the aggressive acts by the trainees, Lulofs and Cahn (2000) and RoRff and Miller

(2006) find them to be associated with the trainees’ interpretation ituation. If the

trainees perceived the conflict to be purposively planned to ilgo¥gthe group process,

then their intervention would be more aggressive. In other yvordS¥he t aiMaluwpn

of the conflict and the behaviours accompanied it wouldgg#uence thefr nf§fve lvh&i?er to
d b

done,@!n it runs

03).,amd lvey, et al.

target the whole group or to focus on one md1v1dual I

in contrast with the suggestion by Brown (2 O@H il
(2001) that during conflict every member shm n 117

p(&Qty to share their

feelings and ideas about the event. &

Furthermore, there were some trai w ufd Fo a@A‘ze the conflict in efforts to

find appropriate solution. Con% es a JOI‘ }]122/ to any group works (Kottler,

2001; Stockton, et al., 20 Nt reclu1r o lea@ to process the many parts of the

N
event. A leader needs ble r%;pd &l)@grstand the group dynamics, members’

interaction patte a isguised (Stockton, et al., 2004). A new

S5

trainee caug t lddle of co"r lctVVould usually find it overwhelming to process
the situatio tematlcally But, kno \ﬂg that there is a trainee who is ready to engage in
the comfort. Shechtman (2007) and Stockton (2010) believe that conflict

shou ealt rationally and without prejudice. The trainee engaged in the analyzing



o
O
(O8]

process should not limit his observation on members’ behaviours only but should also

extend his observation to himself as well. \i

As a whole, the present findings on the trainees’ behavioural reactions sﬂkhat they

were inclined to refuse dealing with conflicts. They preferred to stop the\giscussion on

conflict and ignore it. Some remained passive and some acted agg N.But, some did
A

try to analyze the situation. All these behaviours reflected the t

their emotion at the time. One’s behaviour usually reflectg one Spattgrn o king.and
the

‘ntal state and

feelings. To understand their behaviours, it is importa traiffee b!: e\are of
. ‘ ’ i §
their conflict scripts as well as their feelings. T \ Y\_I

To conclude the findings to the third researc %n, sever 1ch@"s can be made.

First, it can be concluded that conflicts c%najorit % t @s to develop more

. . . e
negative than positive attitude toward% in ﬂns@rg. Besides the negative

group
AN

feelings, they also engaged in Se@sm and ge ’-de%ing thoughts, and behaved
|
Gy S

counterproductively. But, fo trainegs v (?QQ ss positive attitude towards

conflict, they are able to&\pﬂict’ to Mote @(,J

learning for themselves and the

group. They start to a Nne st'?anjgi@gwnﬂicts, and at the same time, learn to

take responsibility ituatipn.
Y-

Second, theAﬁes’ attitude towe@Vconﬂict could be understood through their

description \onﬂicts. Augoustinos, et al. (2006) claim that whether an event is
expgrie as positive or negative can be inferred from one’s choice of words.

Examining the words used by the trainees, they seemed to agree with the findings of

Hocker and Wilmot (1985). The respondents in Hocker and Wilmot’s (1985) study when



asked to respond to the word “conflict” gave the following responses: hostility, anger,

disagreement, competition, tension, anxiety, threat, pain, and hopelessness. In thﬂ i

study, the trainees described conflict using words like “anger,” “anxiety,’!%ess,”

9 6y

“failure,” “stuck,” “disagreement,” “argument,” “incompetent,” and * > The list

effective leaders.

Third, there are a few trainees who develop positive gigisitlc fowards c i(‘ ii@‘oup

60& vie»\ggy'

important to their professional growth as counfl omyfAs for] g @s, conflicts

counselling. To them, conflict is by itself a rewardingWien

lnilz

can motivate them to use their resources crea al, {1 1) and Yalom

|
Y. %
(1985) similarly notice these beliefs am% air ﬁ{%lrst@]ﬂicts motivate and
cou

“ Q-
promote creativity within the group\ ra emlﬁﬁho view conflicts from

Yv N

various angles. Conflicts alsqgteachI membgrs t eyals the consequences of their

decisions and be more resw wi el ctlonéﬂl he trainees’ awareness of the
¥ and E

importance of conflict in &mtm 3 Matu C&ggress make them more proactive in

. ] \ ¢ | .

dealing with conflicts %y, e al}: ng)ut conflicts, a group may actually lack
\

progress (Yalom%kcz, 2P0). embeé\nay be denied the chance to take risk or be

aware ofthei\ de towards many @’ems occurring in the group.

Lastly, @th positive attitude towards conflict accepted that it made them aware of

thel oghpetency and lack of knowledge in handling the situation. This self-awareness,

e

o

'

instead of de-motivating them, forces the trainees to seek out advices and suggestions



from other more experienced counsellors. This spirit is highly supported by Ching Mey
See and Kok-Mun Ng (2010) and Trotzer, (2006) who urge counsellor trainees aggeRas

registered counsellors to continue seeking further training and supervision§§o sprpen

their skills in becoming effective and competent counsellors. Conflict sho?ﬁ seen as a
sgjlors.

catalyst for the trainees to improve on their professionalism as group ¢

52.5 Discussion for Research Objective No. 4: Perceptio rm'p leadership

functions during conflict in group counselling \d.
| S
For this research question, the counsellor trainees sha theirgpéree, ion -‘\group

Ily during

/.
%

leadership, leadership roles, and leadership functjgns ifpge

the conflict in group counselling. \%

Group Leadership E% " >\,Y

‘&
Leadership in group counselling i nox 61 pt toe@fme (Gladding, 2012). It
involves the combination of c%;s’ pe} nalﬂuz’li@ theoretical foundations, and

raineceswfewed group leadership as having

personal style (Trotzer, 200p™{he cours
a leader who was able two T kél_)&as knowledgeable, and had positive
% ¢
attitude towards oth ' 4 ()
\
? oty D

The trainees as%ia d group leadershs ﬁills to the ability of leaders to recruit new
N

members, NGicilitate positive changes in members’ life, and show care and concern

forﬁ’ welfare. These descriptions of leadership skills parallel to the skills
describ y Corey, et al. (2011), Gladding (2012), and Jacobs, et al. (2012). Leadership

skills are necessary to help the trainees manage the interaction and the group dynamics.

wn



These skills ensure communication flow, make members feel part of the group, and allow

them to focus on their goals (Yalom & Leszcz, 2005). \q

In addition, leadership is also about making decision and utilizing indi unique
characteristics for the benefits of the group. This is in agreement with tN€ observation

ems leaders, the

mimbership and

made by Andrews (1995) and Olson (2008) in the groups. Most

trainees would be making decision involving the group structur

group norms (Corey, et al, 2011; Olson, 2008). In term of gui

. >\
beyond their personal differences, Hansley (2002) and @nd Sedla (26 gree
: 4 b
that it is one of the important leadership responsibilimw 1?2&;{ S oul%“'Mow how

to integrate these individual differences appr%w] ilt:‘th ~oup<<g?amics. The

trainees knew that as group leaders they should PRpvideme: w.'thersonal space to

work out their differences and to finda c na gw%yng tl@;. This responsibility,
0 o

o
01) is chal]&ﬁfging and yet satisfying if
N

it could be achieved within tl groz. Oncefme efs §ble to respect each other’s
, o i MEX S

uniqueness, discussion and sharing®¥ill Tkg{ € sm ly.

le@r. The counsellor trainees were aware

Another facet of leade Nt p(') the(_)
’

of the authority p rustgd of) tigem. fhty could impose the power by directing
ok

\ & N
members to fofo ain rul

hey?ould share or regulate the power with group
members. W ainees believed S power was to be shared with the group once

according to Brown (2009) and Whit

e

&

meml: e ready. This perception is akin to Andrews (1995) and Brown (2009) who

clai as members show progress and exhibit more responsible behaviours, they

could be trusted with some authority to decide on the group interaction. Similar use of



power is also supported by Beekun and Badawi (1999) and Nayal Rashed (2007). They

believe members should be given some power in the decision making mvolwi:]e

group. Leaders should encourage discussion where members are given eqy ach ce to

express their ideas and feelings openly. But, some trainees were agalv idea of

sharing the power with the members. To them, leadership was a respw ity entrusted

1si:'lity 'ﬁ'om the start
Q@ 1!5\de, et al.
®

(2001), and Morran et al. (2004). Depending on the situati aders fhoul *v@ e

1e{ phe of the
gf"

Moreover, this conflicting view of the lea rs’ p Ve w ij practitioners.

And, to see that the trainees are also EF ing with Jhe 1ssﬂ%‘ show that they are
I

7]
beginning to grasp the complexity otM rl e grago

izlp cou is@milar to the public concept
e 1

the trainees claimed, Icadelshlc;n :
llm

of leadership. In group cou l

O

to only qualified personnel. Leader was obliged to fulfill the re

of the group to its end. This view is supported by Jacobs

the duty of leading the group on members. The mer

__.2

counselling help, are under the leaders’ full respo E woili

counselling. Like one of

selli

d to Lé'fhen power to promote sharing,

good values, and workn al Be > me
l
' 4
Furthermore, leade 3150 bo? pgrso haracterlstlcs According to the trainees,
le

LWl
group counsell ld be kn 8333? nonjudgmental, possess positive energy, and
have positi titude towards others. }’ﬂls characteristics share similarities of an effective

group described by Brown (2006), Corey, et al. (2010), Gladding (2003; 2012),
obb

Jac . (2012), Kottler (2001), and Nystul (2011). Even though the lists describing

the leaders were actually longer than the characteristics given by the trainees, the latter



descriptions captured the essence of an effective leader. As beginners, the trainees

believed that having possessed certain characteristics of an effective leader, t&z;o

were able to conduct a productive group. 3 : ,

Another interesting finding from the interview is the fact that even tho half of the
trainees are Malays whose religion is Islam, none has mentioned mic attributes

associated with leadership in Islam. Beekun and Badawi ( Haspan Al-Banna
(1979), Nayal Rashed (2007). and Zafar Bangash (20Q0) aMyme ion\ﬂvdu) %a
, N
trustworthy and effective leader, the person should pos 1qwa andfan al’a ('?utes.
4

T
\ﬂ{ S cou@ﬁe due to
o

elig'@‘n nd Western

This failure in acknowledging the contribution of theNglami

[¢]

the nature of the counselling curriculum that%

theories of counselling. The present rcscarflhw: ﬂ{t?
¥y

&
Ipgncimbe 10%@ positive changes in

level of accountability towards guiding
']

life if they can integrate the lslam& ershi i utesﬁ’() the concept of group
NS

—— =
v SIS
eadership Roles & Q

. |
In term of the leader% les Jth® S &Plored the several leadership roles they

%' L
were familiar wigh. role?i cl :ed asékader, a catalyst, a facilitator, and as one of
the members se perceptions of @S are in agreement with Corey’s (2011), De-

\
Lucia’s (I \OOI). and Trotzer’s (2006) descriptions of group counsellors’ roles as a

in.&erill show higher

director Ngfatilitator, a participator, an observer, and an expert. Even though the trainees
did not assume themselves as experts, they believed that an effective group leader should

be knowledgeable in term of group counselling theories, group stages, and personality



development. Trotzer (2006) defines an expert as having the knowledge, information, and
wisdom that can be utilized to help members or improve the group processQ
definition of an expert is similar to the word tagwa as described by Nayal Ram 7.
He sees a leader with tagwa as having the fear of accountability, is know le, and

has wisdom. Given the definition, it seemed that the trainees onlf&gcysed on the
technical knowledge of running a group. The trainees were still f: \\Rﬁ.om able to call
themselves as experts for they still lacked the wisdom and hi nse of%bility
towards themselves as the leaders and towards memb who were ()er‘gr'

responsibility. Regardless of that, the trainees showed a itive itthudgl to cgntinue

N
seeking new knowledge and this has been one of grofe iona\is\alities ssed by

Abdul Halim Othman, et al. (2000), Ward@ 2005); Oﬂé’ To become
cffective helping service providers, the trai%houl dz\ﬂ?o ;@ps, S

have regular discussions with more exp I indn@i an a ar basis.

In term of being a catalyst, the raings assoc,ated ; % them being an agent of
oled

change in members’ life. This r mog(ie! )"‘ group researchers including

Cormier and Hackney QQQrey b, Jaco@%t al. (2012), Yalom (1985), and
Yalom and Leszcz (2%\5 clita f!he(-t%ﬁ’nees functioned like an enzyme to

stimulate, encoura %up Vy p g@made by members. They were persistent

I,
and yet exhibim&re owards members,Ay)
e

Another % is also significant is being the facilitator of the group. This role carries

diffetgnt nings depending on the context. Rogers (1961) uses it to refer to his group

leaders. From the person-centered group, facilitators should fulfill five distinct functions:



(1) conveying warmth and empathy, (2) attending to others, (3) understanding meaning
and content, (4) conveying acceptance, and (5) linking (Posthuma, 2002). But, 1\2.
can also be considered as one of the many roles required of a group counselor, Accoslling
to Gladding (2012) and Trotzer (2006), a facilitator is responsible in ing and

engaging group members in effective communication. Facilitator make rts to draw

group members together, help them talk about themselves, affiyshige thfir concerns

(Trotzer, 2006). Based on the present research finding, the t es see We mix

®
perceptions of the facilitator role. Among the perceptions i ed seging t ?cilﬁ;
A

as synonym to being a leader, or a mediator, or a ?m i o{ b ver{)&éroup
process. These many views of the facilitator rolew omexrelMpn to@stm‘y of
group development in Malaysia. In a person& sion wit socé‘Professor Dr.
Wan Abdul Kader at the Department of PLI%GFWCG O\$u &é_m]_? he explained

5%

o S

1

about the misconception of the term.
works were highly popular as the m ch ut@d by the National Civic
Bureau or popularly known as %ejJﬁ@isselnixmate information and
promote nation building N thel pubic servéss and the university students.

NS

Counsellors’ help WGTENt ofy byt "Il)leé)(&ere not to conduct group counselling

—

but rather to facilit ities ghd djscpssi ong the participants. In the 1980s and
s
1990s, BTN Ora&hundred of {ro@zctivities with the help of counsellors. And,

throughout rograms counsellors were referred to as the facilitator by the secretariat

Cipants. Consequently, the term permeated beyond the BTN programs and
group work was identified as facilitator. Another influence to the use of the

term, according to Wan Kader, has to do with the popularity of the person-centered
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approach. Rogers used of the facilitator term seems to blend well with the Malaysian
culture. “Facilitator,” as contrast to “leader,” carries softer meaning and implie@
approach to influence people. The term conveys a message that the person la %ority
power to force others to engage in activities they do not want to. Given tlv%scenarios,

the facilitator role in its totality can represent the leader’s role or it N}i exclusive to

facilitating effective communication in the group. q
The final role mentioned by the counsellor trainees is leaders Mythe fpartiSwgqy i%t_he

. ) N
group. Dinkmeyer and Muro (1971) point out that an af ive group ¢ s&le{? one

0 4
who is viewed by group members as being with W

‘R;Kt m, aseiMdividual.
Through leaders’ participation, members comc%w huyman beings who
share similar life issues with the group (Gl m lw
l;

—
=0
O

)

1eliss. this role is quite

controversial. Its acceptance is based 0 thgoretic bacl@ound of the trainees

q %
(Gladding, 2012). In the person-centeN pr part'\mb'gé’lory role seems to align
with perceptions of leaders’ gfdtus relat'J: to 1I\@p members (Corey. 2008:
_ ’ s
Gladding, 2012). On the Othw ; @L ysts‘\é@} d refrain from actively involved

in the group process as lcirway Q agir@énsference and resistance to emerge

¢ | (?
naturally in the gr hittaker, 0?: ‘(a) m, 1985). Regardless of the trainees’
rnd

T@Zﬂ (2006) agree that they should not use the

theoretical belief% t al. &2 o
: : Y, P s
group time f; nal interest or to d&hmane the session with their issues.

Lead iz unctions

/

In term of group leadership functions performed during conflict, the trainees described

their tendency to give meanings to events happening in the group, facilitate expression of



(8]
S
[\S]

feelings and ideas, establish some order in the group, and promote supportive atmosphere

in the group. These functions are equal to leadership functions described by Llebeﬂzt

al. (1973) and Anderson (1985), and partially with Mackenzie et al. (1987) lom

(1985). The trainees assumed all the four leadership functions described bvﬁrman et
dpme

al. (1973) in dealing with conflict in group counselling. They all mbers to

interpretation of the conflict, showed caring, and prohibited erprogdu aviour

from disrupting the group process. When necessary, the%es wodyld re tr’ct e
running of the group. This proactive action is su by whi (2@'} who

express their feelings and thoughts, provided information based§ thir ob ervation and

believes leaders should adapt the group structu t tlw‘ di ‘ ent f group
members and to the different stages of 0roup 1ent Q

One of the leadership functions is abou xggution he ership power. The
trainees used their executive power to t\n in tl sio 1eoatlve emotions from

threatening the group dynamicgfand z divert ,he o Lp bemo too engross with the
? y.} J‘

conflict. They asked the "m%’ ’f brea 0 eng,aoe in activity like drawing

or coloring. This kind ofgbo a

|
]. (2001) who clai ;;!at,cont ot _stiuld ltjaalt directly and emotions need to be

\
expressed if not t retJM gro@
A\ S

ing®

The applic Of one’s power during tonflict is also determined by the stages of group

os di raoed by Brown (2009) and Ivey et

ge of group development. Thus, the trainees used their authority to stop

deve % The conflict scenarios the trainees described reflect the second stage or the

transi sta

discussion on the conflict in order to bring stability to the group and to reserve some time



(OS]
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for the friction to cool off before working through it. If this is the intention of the
trainees, then it is in agreement with the suggestion made by Kottler (2001), L@
Cahn (2000), and Donahue and Kolt (1992). Not all conflicts should b % with
immediately because by allowing some time for the conflict to unravel leader may

empower members to work through their differences together withdwar interference

from the counsellor. T

Based on the findings to the fourth research question, three con®gsior Mgd. First,

S
the trainees’ perception of group leadership is still l@deﬂne ) 1 lhzb‘@] the
definition is tied to the trainees’ ability to perfornY' i sills@?r;onality
characteristics, and attitude, it does not capture%&ﬂ f gr@eadership in

concept. This is understandable given thONg Dthq‘ e tr@nces e} still novice to group
9 Q—
e

counselling. They are more concernM cc,ui i wled¥eYand skills and place less

Yv N
emphasis on their persona]‘ge;ve pment §as ﬁtr@unsellors. To them. being
lo

knowledgeable in group dw en N

S t
s
to
er, éﬁe knows, the leader’s personality is

|
s&ht?edium between knowledge and skills.

@)
aQ

group counselling. The perception lacks_the

form group skills are enough for

them to conduct group *&ling
also important for ﬁ%lly eco

N
Counselling se igPest de ? wheﬁle trainee as a person can integrate his/ her

personality \Aeristics to the qu&}s’hip concept, group knowledge and skills. By

applyin stalt concept of wholeness where the whole is more important than its

pa@@lp enhance the trainees’ understanding of leadership in group counselling.



Second, in term of their understanding of the various group leadership roles, the trainees
show a balance view of their roles. They can play the roles of a group leader, a cﬂg, a
facilitator, and a participator. This flexibility in adapting to the different role s% that

the trainees are open to new experiences and challenges await them in gro?@nsel]ing.

Lastly, the trainees show that they are able to perform all the Mﬁp functions

described by Lieberman, et al. (1973). But, from the sharing, it hatlsome trainees

resorted to a particular function during conflicts. They relied on ex cM}:ti%to

N
stabilize the group and as a mean to control the grou mics. Bit, n'usbi?f the

’

Y.
5 200@310111 &

authority power may actually stuck the group deveWnt

Leszcz, 2005). And, as Ting-Toomey, et al. (2 theg es ppayvralso develop

constraint in their choice of conflict mar gc}k

'@ore. in term of

Q=
During conflict, both kinds of SUPPON e ew‘n@ml support shows better
acceptance among members ro“z 200 lv;. Ic§ 2001). The trainees who

&

concentrate only on the ﬂm‘ e@ mg§_Xonvey a wrong message that
expressions of negatlve{&ns a L lelcoc?)%’m the group. To avoid unnecessary
’

psychological harmsQ%;rou , the % iﬂz’e need to explore all the leadership functions
and to understan% ffectd ’rowﬁ:velopmem.

&
The first s \of this chapter focu& on the qualitative findings. The next section of

this cHagtENgiscusses the quantitative findings of the study. Four hypotheses have been

teste rejected. The discussion would try to illuminate the reasons behind the

hypothesis rejection.



5.2.6 Discussion for Research Hypothesis No. 1: There is no significant difference

between the pretest and the posttest scores on counsellor trainees’ knowled&g

conflict after they have completed the training module. : )

The conflict management training module focuses on the knowledge ¥t conflict,
leadership functions, and conflict management strategies. The p@d post-test

scores showed a significant increment in the trainees’ knowledge ills ':omponents

of the module. The module had successfully helped the trainCp tojstrens ytlwevig

. e 1.8
knowledge on conflict, leadership functions, and appliegg®n Of con ict@fiar gA(QQm
'

strategies. T \ Y\_J
Prior to attending the workshop, the tra@ores siTew. Iéﬁto moderate
understanding of their leadership functions %onﬂiciﬁs,\hiqso l@o moderate level

) N
of ability to apply conflict managememéies. rotz OOG@ims the inadequacy

of knowledge and group skills as e: \edI
graduate programs decision to%;ﬂ

\-éthe result of counselling

y 0} . | g2
(2002) suggests a group C&ﬁnl c Ur\ taug@‘{ two semesters to give students
the opportunities to Undﬁw n e‘x lle d(ig?\%nt aspects of group counselling.

The CMTM foll(@hre a s@cquisition: understanding, exploring. and
v
acquisition by Slsb Yet al. (1999) andé)k}:ni, et al. (2002). The trainces were guided to

understandENplore their beliefs about group counselling, group leadership, conflicts,

and coMgiicfwnanagement. Then, they engaged in several role-play activities to manage

Jo

conflict¥ group counselling. This flow of knowledge and skills, according to Furr and



Barret (2000), allow the trainees to enhance their understanding as well as to improve on

their conflict management strategies. \i

Another factor that could possibly contribute to the improvement lied in Awery
methods of the module. According to Sidek Mohd Noah and Jamaludin Ahlgad (2005),

iple delivery

and Rashid (2005), a module is made effective when it can incorpor

Nand n‘ni lectures.

These various approaches allowed the trainees to experimegt wilWthe nMﬁOLQL
| 1S
verbal and nonverbal engagement. They could expre ir undergfandfigs" thiQugh
4
e Y\_.‘f
atué‘? the module.

methods like small group discussion, feedback exchange, role-p

words and enhance their skills through role-play and obs§vatio

NV

Finally, the last contributing factor could be selfexplorato

This approach was chosen because it sim%j sinﬁp%a y@ﬁe]y used in the

teaching of counselling courses. lnitial%rai ges wgred int c}ced to the topics of

interest, followed by self-explorator \ties o%{@ perceptions and beliefs
i

rien

o
yq&/ better ways of handling the
different conflict types. T%rient'almach jé('u)pporled by Daniels and Larson

N

uth and Mcdonnell (2004), Hansley

(2001), Furr and Barrep(Q0)! Grom "90%%9
(2002), Romano an iyfin (2000), b1 b§m.(1999). Toth (1996), and Urbani, et al
v/t
(2002). v
A\ &
e

From the \ it showed that the trainees were more confident in handling the

intraperdngarend interpersonal conflicts compared to the group level conflict. This claim

was supported by the qualitative findings where the participants could easily identify the

intrapersonal and the interpersonal conflicts. Refer to Appendix E. The counsellor
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trainees might have experienced both conflicts in their personal and professional life.

And, they might have seen clients struggling with the intrapersonal conflict Ofﬂg

stuck in their own beliefs, or observed closed relatives engaged in relationship cs 1

Unfortunately, the trainees still found the group level conflict more difficulédo identify.
MO be aware

If With its own

This claim is parallel to Gladding (2012) and Whitaker (2001) who fi

of the conflict, the trainees have to see the group as an entity
personality. It means they need to view the group as whole sy\sbdwhere

N
members are connected to each other through certain ov. ddiscreg n s.’lu.\Qt er
words, the trainees have to develop sensitivity towardswou N Ment
the system. Only through this awareness the trai N u dast' \\’h@ group is

being trapped by a conflict. \ .P

To conclude, the present finding shows module is eadeio Phance the udiees’

management of the group level COﬂ%\is TM@llocating more time for

the role-play activity. Reading% aroup¥s }I ‘ﬁ'b.q & may alks 15z Heigfl o
N, N

5.2.7 Discussion for % ch Hybo S'fl Né/ There is no significant difference

between the pr e;bﬁd }h pgst St&”‘es on counsellor trainees’ conflict

—
o
o
(ox
b <

o
®]
=)
—=

s
management stiytegles after they hav&plcted the training module.

Overall,%nees showed very strong improvement in their ability to perform the

condiict nagement strategies after attending the training workshop. Major

improvements were in the areas of ability to respond and manage conflict. They believed



they were becoming better at handling and differentiating conflict types, focusing on
conflict, responding to feelings, giving feedbacks constructively, and generatin&z

perspective. : L ’

The improvement made in the conflict management strategies by the trainees{nay be due
to delivery methods used, in particular the role-play activity. Ro allowed the

trainees to (i) observe how skills are applied within conflict situ \ (ii)'practice the

skills among themselves under the guidance of a facilitator, and rec ivMuct'%e_

feedbacks on how to improve their skills. Role-play h n acceptfd fa gm&(g?ul
4

teaching tool to help counselling students acquire ner

n & @ertson.
1985; Daniels & Larson, 2001; Jacobs, et al., 2OIQN 3

In addition to the trainees’ reporting i%wemenﬁ\qgwir 'Q‘niﬂict management
% 9 @
&

strategies, significant improvement wa used on the trainees

ability to choose the right word%po oup Mbers. show respectful
behaviour, listen to ideas. dem% unde? andjhg !)‘t(/ fering perspectives. and use
humor. It seemed that the% hop h?'d thly sed the trainees to new ways of
behaving and respondi (w“ Pre quir @w words, and cognitively learned to
o '3
process conflict sit nsstel [ \()
<9 't S
One of the clyll&e involved in leadig}.oup counselling is the cognitive capability of
N
counsellor%xcess events happening in the group. Brown (2006) and Stockton, et al.
nt¥en

the importance of counsellors to possess strong cognitive ability when

(2004
handli roups. Counsellors need to process and provide meaning to their experience,

me time develop a mental framework to analyze the significant events in the

ti

and at the sa
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group (Wiggins & Carroll, 1993). The role-play and simulated conflict events introduced

in the module allowed the trainees to practice and develop a new mental framew&z

the different types of conflict. This framework guided them in structuring and ecuing

the appropriate responds to manage the conflict constructively. Y.

eoies, it has

Even though the module was developed to teach conflict managem g

indirectly enhanced the trainees’ interpersonal skills. The trainees e mdre sensitive

earfing r;un%
N

made them conscious of the language barrier and their limigge®exposure gnd pe!ieﬂge)in

d X
W ment@/e been

) ctiviﬁmage the

onations, and

with their words and behaviours during conflicts. This ipdire

the area of human psychology. These two components WH

stressed by Brown (2009). According to Jacobs, @01

conflict, the trainees had to be careful with the 'nteﬁe{ti l

Janguage. All these should be cong an'&h eac
o
misunderstanding among the parties inw in the ¢ t. A‘Q
X >

To conclude, the finding ShO\\%t confligh m: a‘gg:m*g involved the utilization of

0O

REEEES e @Sensltim the of the counsellor trainees. Their
ni

strategies should be S}’EN"C o ye @ns and cognitive processing of the

proye ofy thgir cé,ﬂict management strategies, the trainees

event. In other wor@ .
P 4

must also sho pvement tiir nitive processing, words acquisition, and
i1

N
emotional st\ .

N



5.2.8 Discussion for Research Hypothesis No. 3: There is no significant difference

between the pretest and the posttest scores on counsellor trainees’ attitude to\z

conflict in group counselling after they have completed the training module} )

The pretest and posttest scores showed a significant increase in the pom%e attitude

towards conflicts in group counselling. However, looking at the ind " items on the

questionnaire showed mixed results. Items that contributed t osiive attitude

towards conflict came from the cognitive and the behaviougal cofpon tM@nﬁi
. iy | N

acknowledged that conflicts had positive value that coul ote theigfpe@fna g'(?th.

L 4
They strongly agreed that conflicts made them more CW. 1 N . and @’rant of

individual differences. These acceptance of lhe%w@ S

Brown (2009), Corey (2010), Kottler (2001 i:hﬂm an
conflicts as having the potential to stimula
d 6-
Ving chntli A

The trainees also showed inclinatio Ss

This change in attitude and be%l coul$ ¢ G ? ‘Q
understanding of conﬂicts&hip l‘mh, axlqéjdiffcrcm conflict strategies. As

mention by Ajzen and qﬁi“ (g8 lldet;@strcngthcn as one gains knowledge
and skills to execu@ her Jfuntgiols. l}g.'\éving that one understands the conflict
scenario, and a We time | eqﬁppe?wE ith the appropriate strategies will promote

>4
the trainees’* fident and attitudc\%’handlc the situation constructively.

Some Mitems on the questionnaire showed no significant increase between the
pretest posttest scores. Most of the items came from the affective component. The

items focused on some of the possible emotions the trainees might feel during contlicts.



The feelings identified include being angry, scared, happy, sad, worried, and
disappointment with the possible conflict scenarios in the group. The items&l h
showed no significant difference include statements like “angry when men e%y to
impose their ideas on other” (item 13), “scared when members raised they jce” (item

14), “happy when members show respect to ideas different from his/hw 15), “feel

16), ““get worried

when 1 cannot help to solve conflict” (item 18), and “feel ointedwhepgtonflict

®
causes group to be silent” (item 19). From the responses, uld be fonc djd tb}’&'i)
R\
¢ Wity

not every trainee reacts with the same feelings to the ituatighs, (ipfsomeNrainecs
Q v N
0

hm@ r feelings
the@‘%ts. It could be

sad when conflict causes members to be unfriendly to each other

may not have encountered similar situations, thu%

would be, and (iii) more than one feelings mig %ociated S,

B

concluded that the feelings chose for the %tions fai ? @ the trainees real
o ",

emotions. “ ‘2?

\ S
Every conflict is unique and it s ulaz differ!;ftio@)eople, The same contlicts,
oel

s
e eé‘( (2009) may trigger difterent

o

trai?& A, who observes group members’

L

according to Lulofs and Cajn (2

emotions in different ind'\M. C
|

raising their voice m thregtene 'Thct'rj?ehaviour. On the other hand, trainee B
. 3 . - \
may feel sad ben% tind sm{%*on while trainee C may get angry. Since the

researcher onAciated one feeling{%’ﬁ one incident, it might prevent trainees having

N,

different fee to strongly agree with the items.

For Q“get worried when 1 cannot help to solve conflict,” the small change in the

ores could be attributed to the thinking that solving conflict was not the primary

sSC
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o

responsibility of counselors. Whether the conflict got solved or not, the trainees felt they

need not worry because the whole group should take the responsibility to solve th”&&n
differences. The trainees assumed that with time group members would be %deal
with it. This is one of the faulty beliefs about conflict as identified by%n (2006;

2009). Some conflicts need to be dealt with immediately and directlw some may

th responsibility of
Brou Wﬂience
®

more difficulty later or it can be arrested in its development ey, 2040; Y 011, 1(9‘;8.)'
R\
b 4

Ngnté the tr@ées were
ig@sce, Qt{{g the group
‘piﬁg. Since silence

ist(%bed by them. To the

wait until the right time. But, the management of conflict

counsellors. If conflicts are continuously denied and avoi

For item 19 “feel disappointed when conflict causes gm b

not disappointed by the silence in the group durfhg nflict.
initial stage was not unusual but it could %amu%

moments were expected, the trainees we 1; SURP sed I
[}
.

trainees, silence brought some relief tN Accorfipdto CgyiYier and Hackney (2008)

T NS
and Jacobs, et al. (2012), silenc is pRsitive when gi@nc for group members and

A b4 s
counselors to reflect on the w 11' \he\ ht wrd¥ to respond, and to get in touch

with one’s emotions and\o ts.

|
escapism to avoid de hith e co 1J(E§:Rﬁer & Hackney, 2008; Lulofs & Cahn,
. Q’ - N
2000). Treating Q% vithi :S th{{:‘i&eutic to a certain extent but if silencet is to

proceed wit ybody acknowled@é its impact on the group dynamics then the

group m@ ck in its development (Corey, et al., 2011; Yalom, 1985). The trainees

neeged t perience some level of worry and should react with caution when a group

iPhce ﬁave negative effects if it is used as

fell into silence. So, for item 19, silence saved the trainees from acting to the situation.

Instead of feeling disappointed, they were actually relieved by it.
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The module had significantly showed an effect on the trainees’ attitude towards conflict
in group counselling. Positive changes came from the behaviour and C({Re
components, meaning that the module had made the trainees more recepti %ards

conflicts and improve their confidence to face challenges brought%.conﬂicts.

Nevertheless, in term of emotions, the trainees needed to develop intw areness to

thrainees’ feelings
ith iW others
®

explore the connection between conflicts and their emotions. Si

towards conflict might have its roots in their past relatior
(Lulofs & Cahn, 2000), their feelings towards conflict i%
entangled with those past memories. Some negati i

ve fegli
disappointment, and guilt associated with past 1 flighs ¢

Allowing them to surface during the group N ight cred

the trainees. Therefore, they were more li % engaée\cﬁ‘tr

(]

X

nse®1g emotions in

ﬁ.gekbehaviours. Thus,
S

stronger positive attitude towards co IN growp cou séﬂi@u]d be seen once the
trainees can find congruency belweev cog'itio ha@'r, and emotions.
Ly

’

. 4: Thefre is no significant difference

5.2.9 Discussion for Resea&h pot

between the pretest an@ostt
¢
group leadership fuﬁ% aftgf the

0 ongdnsellor trainees’ attitude towards

|
a:e t)j?pleted the training module.
\

The trainees r %experien ng:si@ant improvement in their attitude towards

unctions. Yet, thhelail scores for the Attitude towardsss Group

R hctions show mixed results. Significant changes occurred in the three
functions: emotional stimulation, caring, and meaning attribution. The three

functions required the trainees to respond to expression of positive and negative feelings,
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help group members to look into their problem behaviour, guide in the problem solving,

protect members from psychological pressure, meet their psychological neeKz

interpret their behaviour within the group context. The findings are in agre %‘Vlth

Anderson (1985), Yalom (1985) and Lieberman, et al. (1973) who beleansellors
en

should show support, concern, empathy, and help the group interpre t and the

behaviour that lead to conflicts. Lieberman, et al. (1973) observ chessful group

is developed when group leaders show high levels of cari d m ax%butlon

combined with moderate levels of emotional stimulat and eyecuti n’fu
Gladding (2012) and Kottler (2001) also make the cRim thitCo Selloﬂﬁhould
portray more caring and warmth to the (’IOUP at v?ibmerg;ow their
authority. Counsellors who cling stronoly to ut fumetion m(@ o lead 5
stressful group (Yalom, 1985). \Y l-\k

g )
The three leadership functions, emotN timu arn ‘%ﬁd meaning attribution,
are often emphasized in the %R;tm“ ng. hFS@cllons reflect the trainees’
attitude towards counsellorsggles ? 4 s

i:§ Ouns ‘lﬁ{ v relationship. The trainees did
not perceive the functlo t u 't frcé‘bﬁ roles they were already familiar
with. % ‘}" e
Q’ ’R') 4‘
3 sh

Furthermore, t: es did 1 {W@Tgmhcant increase in scores for the executive

function. | l educate members on*their roles” did not show significant change after

the traggl ecause the trainces were already aware of their roles in informing and
guidi oup members to perform their responsibilities. This task was usually done

during the group initial stage as part of the structuring process. For item 24 “let group



behave as they wish,” the trainees could be influenced by their theoretical orientation and

training. How members behave should reflect on the objectives of the group, th{g;

composition, and the trainees’ theoretical framework (Gladding, 2012, C b al.,

2011, Brown, 2009). Nystul (2011) claims that trainees who are interper orlente
will show high agreement with it compared to behaviourally orie inees. The
response to the item showed that the trainees as a group beli embels should be

given the rights to behave as they like.

As for item 25 “offer advice when asked,” its respon ected thg tr eel .éﬁ?imo

advxc it could

7, 2042 E In contrast,

other trainees might refrain and let the mempers 1c-1e~qkth m&Qe action to take.

Offering advice to members has trigger e%respon o fr@moup practitioners.

behaviour. Behaviourally inclined trainees might notl ate t

enhance facilitation of new behaviours (Corey, la

(@]

Some believe that advice, given in a y@stion i ac@‘gble as it may stimulate
members to think beyond thel% crspec[i/es 1@@;009) However. others like
Yalom (1985) and Posthumag002 su'g men@'g should find their own solution
to the problem WlthOUt enc @ This view is in contrast with the

Jeader’s role describ Y OT ( 0 )gnt?rey, et al. (2011) who believe leaders

should help me ind folyidhe to t it problem or offer help in their decision
making. Fro responses to the\ the trainees preferred to refrain from giving
advice f .lieved that it was the members’ responsibility to work on their issues.

As Q “willingness to share leadership roles,” trainees were unsure whether they

should share their leadership roles with group members as the group progressed. The



hesitation, according to lvey, et al. (2001) may come from their indecision on

determining which roles to share with the group and which should remain as th”r\gle

responsibility until the group terminates. The struggle between safegu %the

leadership roles and empowering the group with some leadership respogaigilities will

continue to be a major concern to the trainees in their pursuit to bew rofessional

helpers. T
:

One item from the caring function did not show significant ciifgge i scO lgem 13

stated that “find it difficult to empathize with the group&lﬂ's’ issges
4

empathic understanding through selective c!xoice i woq&

empathy is considered an important part ougsCTlor’ erso@ development which

“ Q.
needs to be cultivated and internaN BroM; ‘&{ et al.. 2001). To be
T N
internalized, empathy reqllil'escmot nal ¢ i@v@ﬁulations before it can be
S

ang co
: : s o
transformed into action (AK 0), N ¥ trug(with other attitudes. empathy for
others can be genuinely K&'Ce
before. This perspec 1S§in agreemeRt &nb rmier and Hackney (2008) who claim

that counsellors 0 oss&sdijfgs &

N
OQmpathy for every client’s issues. For some
issues, counsAmay find it easie@eel empathy but in other situations, they may

thgldse, as an attitude,

)]

cJras g(gthrough an almost similar experience

need to fi \nselves to develop empathy towards the clients (Nystul, 2011). It seems
thatgghe ule succeeded in teaching empathy as a skill by encouraging the trainees to
find the right words to convey their empathy, but the module was not enough to bring

empathy to the attitude level. Hopefully, as they gained more experience and developed



as a person and a professional, the trainees may go beyond seeing empathy as a skill,

instead learn to make it part of their attitudes. \R
As a conclusion, it can be said that the trainees were comfortable with Aat;itude

towards the emotional stimulation, caring, and meaning attribution functioYHese three
functions were congruent with their perceptions of counsellors IO{EN challenging
to

function remains to be the executive power. Yalom (1985) agr o'much power

being exerted on the group may paralyze the group progress andiggeat aM.among
: : o
group members. The lack of leadership experience on 1@@:5’ palt ngps c’iu&%ﬁlem
£

to misperceive the term “power” and “control”. DWthat\a.i\s ersta@-&; they
hesitated to take a stand on their responsibilitiesc(N%s criti nts @ning in the
owe

group. Another perspective is, how one %es w
influenced by one’s theoretical Oriemae1)”3p%32§$re% et al. 2011).
vt

g
'] Q.
Interpersonally oriented counsellors b hat leQ ip pA‘\M- should be shared with
Yv N
group members. This belief is gFcontast witl,t @

heogtey t here to the authority power

shi r is highly

of a leader like behaviour an%n v
This section discusses Nua i\ ’Ithftg.mmmatwe findings of the study. The
qualitative finding n thgexppri Ce!&ounsellor trainees with conflict in group

counselling, COiil nageme st&te@t attitude towards conflict, and perceptions of

— (D

Jeadership tions during conflict. :':ihe quantitative findings have shown that the

CMT @iﬁcantly showed effects on the trainees’ pretest and posttest scores. The

train n more knowledge on conflicts and leadership functions, more able to apply



various conflict management strategies, and become positive in their attitude towards

5.3 Research Implications &

The research has successfully achieved its objectives and answered the J:uesllons

and hypotheses. The research findings show that the counsello tra es could benefit

conflict and towards group leadership functions.

from knowledge on conflict, practice with different leader.

management strategies. The development of the Conflict
for Counsellors could improve the knowledge, the acquisi
and the attitude of counsellor trainees towards c flict9and

functions. This part focuses on the lmphcatl e resear 1ic©§ divided into

theoretical, methodological, and practical. % !‘\\
0 N

°3
5.3.1 Theoretical Implications A‘Q
es to ‘

e\

The research has explored thr % nd ?!1 experiences of counsellor
trainees with conflict and g lea @RCUOH re theories are the Self-efticacy
theory (Bandura, '977 01), clfre ed action (Ajzen & Fishbein, 2010),
and the face- negotl t ry (fingyTdpm 988) These theories are used to explain
the different p fpthe rL;se indiget. Based on the findings. four theoretical
&
1mpllcat10n g proposed.
First nees "ability to managing conflicts demonstrate their beliefs in their

knowle and skills regarding the situation. As they are being exposed to more

information on conflict and leadership functions, and experiement with different conflict



strategies, their beliefs in handling conflicts increases. This trust in one’s ability,
according to Bandura (1986), helps the trainees to persevere during difficult si{t%.~
Thus, by letting the trainees experience first hand conflict management %&ive
corrective feedbacks of their skills, they get to enhance thei erformance

accomplishment. Consequently, this will strengthen their efforts to ] h conflicts

directly. T

Second, the study finds that counsellor trainees have develope e rega ages of
L ]
. N
conflicts and themselves as leaders of group counselj 1®se negati piltu;%@ are

: Y

being translated into cognitive scripts which describ desw ons@ences of

conflict to the group and to their professional %Nl‘l g‘sc 1

findings of Roloff and Miller (2006). Lulot‘s%ahn 20008 1d.@er and Wilmot
% P§ o

onifet x;@,ﬁnce with significant

-

arz< rallel to the

—

(1998). These conflict scripts reflect the

o
others and whether the conflict hasw resolve cessﬁﬂ& or not. The negative
NS

conflict scripts stimulate phytlogl rcspcllses |kf: ié%lsed heart beats and tense
muscles, and also induce uppleasafit ¢ bs& n th‘-«.ﬁl\jdnees. Bandura (1986) believes

these adversive respon\Acon m hind&constructive intervention from the

- ; O
trainees. This explains somg train

S ec&({? mentally stuck and choose to ignore or
withdraw from dgéljn ith ighS imm tely.
o 4 %” y

A\ &
Based on tlw is of the conflict S}Npts, the study finds that the trainees view conflict

lling from the “either or™ thinking style. “If conflict happens it means I'm

in gr

wea igcompetent or fail as a leader.” “If conflict happens it means either the group is

making a progress or it is stuck.” Having this dichotomous thinking style made the



I
[§®)
e

trainees view conflicts and themselves from the either positive or negative perspective
without having the possibility that something positive may result from a 1@
situation. Given that, their thinking about conflict is negatively skewed. TI %dng
style will produce anxiety and other negative feelings in the trainees. T unter these
negative conflict scripts, the trainees need to develop a more balancéghinfng towards
conflict. Instead of looking at conflict as either good or bad, th nw believe that a
third possibility exists. Conflict can be neutral and how i an led@nes its
consequences. Instead of having one positive option associ with cahflic li: t.re%ggs
should develop more positive views of conflict. Haging Wore pgsitive ercew.h]s of

N

N Will weburage the

conflict may neutralize the negative view of con

trainees to view the situation and themselves \ |L9 criticisme O<‘
a can‘%jto@s group leadership

Third, to explain the trainees’ attitude a
“ Q-

n @A). This theory focuses
IV% *haviour control in term of

L ct
functions, the research adopts the theN reasonStwadlio

on the trainees need to belicvgrthathey haye p

TS

lhzé%e constructive management of

(@]

skills and knowledge to mn«% nf

conflicts by them is COﬂ{* 5 I‘OR&mup members. and the counselling
profession. Based on %ese ole ;

TRA. Once the cguns r traghges

Yv

and that theywmg[8 competent in cx«@%g the group skills and conflict management

strategie@ htention to manage the challenging situation increases. This is reflected

in their favorable attitude towards conflict and group leadership functions.
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Fourth, the present research incorporates the face-negotiation theory to understand the
counsellor trainees’ conflict management strategies. This study finds more si%ty
between the trainees used of conflict management strategies proposed by Ting-Togney.

et al. (2001) than by other conflict researchers. Ting-Toomey has add%lree more
u

conflict strategies after taking into account the cultural influence on ‘W s conflict

>l/
approach to conflict, meaning that they are inclined to ado voidirlg a

]
party approaches. It shows that the trainees are more con d withfprot ti,g Q(j’s.s
0SS

face. Yet, the application of the conflict styles may alﬁ '!n ate th iliw\’w:it they
otmMer v \

~hey ar@;ure of the
afé‘lheir image as

styles. The present research finds that counsellor trainees tendhto ¥p|0 the indirect

n e third

lack experience in managing challenging situationsin

consequences of their actions, particularly OINDQ actions

Jeaders, relationship with group members, o%oup devt s;

“
In addition, the counsellor trainees N ow tl usdJMctivity and personality

NS
assessment as means to reducthe Igpact of conictp otNhe group. The present study
o cofftlic

- ‘
sees these indirect approacl\Q ' N tramé"atlcmpl to channel the contlict
een e third party approach because the

|

through a safe mode. TheSe aggions
€ e&?s of conflicts. However. by doing that.
N

trainees are using othe%n t

they are running@mﬁ *he rg&)nsibility for the situation, and leaving the
management Aconﬂict at the me;@ﬂ‘ an activity.

In co @n, the present study has made some theoretical implications through the

resea adings. The trainees need to develop beliefs in themselves that they can

handle conflicts constructively. This can be achieved through further acquisition of



U3}
N
o

knowledge and intervention skills relevant to the situation. In term of conflicts scripts. the

study observes that having a neutral perspective of conflict may lessen the “eiQY’~

thinking the trainees already developed towards the negative consequences S%icts.

The findings suggest that the use of activity and other indirect means cqyld be“seen as
part of the third party approach. The activity reduces the trainees§gsp, sibility for

managing conflicts and it also buffers the negative effects o C(WOH the group.

Finally, the study finds the possible influence of culture on ntlict \ty\le'sd'et, this

. . . . ~ .
influence is uncertain because the trainees might have cho them fq@r vai L)i re&?s,

7
S
@)

In term of the methodological implicqligRs, the SSQIT v has made three

o . . a >
contributions. One is in term of resear en, s ing a training module

ment tools to complement

including to disguise their incompetency.

=

5.3.2 Methodological Implications c\)

First, in its attempt to e@e r trafiges’ experience with conflict, group

leadership functions, %)ﬂ] he research uses a combination of the

qualitative and ﬂ% itatiye g ‘g : A&resent, there are several research on group

counselling wljgN incorporates. the t\@épproaches This research hopes its sequential
explorator \&rch design which utilized the phenomenological approach and the one-
groyp pr t-posttest experimental design may further guide future researchers interested

in similar design. The research design allows the findings from one research to be tested

for its effects and usefulness through another method. Having two different design
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methods and two methods of data collections to explore and determine the complexity of

a phenomenon will allow for in-depth understanding of the topic under study. \Y'

Second, based on the interview data, a training module called a Conflict %ggment

Training Module has been developed. The module serves as an intervw tool for
counsellor trainees interested to improve their conflict manage enNategies. The
module can also function as an advanced training tool for cou m fnhance their
knowledge on group leadership functions and acquisition ookm0
through all the six sessions of the module reveales tha helpje‘:s@ uire
the knowledge of conflict and leadership functions, heN their

attitudes towards conflict and group Ieadership (Nst The

fu the lack of

(¢%

available advanced training of group mtelvention lls,Rartig

_, .
E_
7

v counsellor

trainees to manage challenging situations or psn A $
] 6—

The module is organized to be qui cal D n. The module combines
three components necessary to% mln?c S ocuses on giving and sharing
of knowledge, self—explo 0 ssio ‘re Oanrocess ones” thoughts and values,

and skills training thr 1D no lipg tOlfé-‘ﬁ)’ This combination allows smooth

transfer of knowle acquisitigh §f siad<. which then lead to the development of

more favorable &towards onflict aR group leadership. In term of time, it requires
\r

only 12 ho omplete the moduleNt can be conducted as a two-day workshop or can

be o a weekly basis with one session per week for six weeks. Also, the

modu be used as a complementary teaching aid to counsellor educators and group

practitioners who are involved in the training of group specialists.



Lastly, the research has developed four sets of questionnaire to assess the effects of the
Conflict Management Training Module. The Knowledge on Conflict measure&e-
\

trainees’ knowledge on conflict, leadership functions, and ability to manage s%ts i

group counselling. The Conflict Management Strategies questionnairg_asseSSes the

trainees’ ability to perform the difterent strategies in managing conflags. The strategies

are specific to conflict management and reflect the trainees’ perc ti their ability to
execute the strategies competently. To capture the trai tertud ,ltwo attitude
questionnaires have been constructed. The first is the/ﬁ@k towgards orﬂ?&t)\‘?at
allows counsellor trainees to explore their attitude towards nflict #rom t bi?-ﬁ\'oural,

owa%s _eadership
Functions, which explore the emotional sti& glo’, meanti tribé‘n. caring. and

executive functions. Overall, the attitude %tionnanﬁ %s* %\mﬁneesﬂ feelings.
\

thoughts, and behaviours towards gro@el

counsellors. Taken together, comv edugato ay@)’ the questionnaires to
Coytc s

evaluate the knowledge, skills, titude gi thej ?“223 or trainees to determine who

need further assistance z@) arel rea and-ég to manage conflicts in group

&
. N
counselling. c\ .?’l Cb

% | N
In short, the stu agpsuccgsgiul :expl@ the challenging experience of managing

conflicts in gnnkounselling from the\c@Fspective of counsellor trainees. The counsellor

trainees, the\lsellor educators. and the Board of Counsellors may use the Conflict

Pm rs, and themselves as

(¢]

Manage Training Module and the questionnaires in the training of group
counsellors. The module and the questionnaires can serve as teachings aids to enhance

the trainees’ acquisition of knowledge, as well as the conflict strategies. These two tools
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can enhance advanced group skills training, and also consolidate the competency of

The discussion on the practical implication of the study focuses wzmplication

group counsellors in Malaysia.

5.3.3 Practical Implications

towards counselling students, counsellor educators, and the Boar ofWellors.

5.3.3.1 Implications for Counselling Students \d
L 4

According to several scholars in group counselling li@uci} lagfling.

\m3 N ,
ethers wl&vork with

o skills. These

Trotzer, Ward, Whitaker, and Yalom, just to nan% N, CO

groups should be well trained in term of grm@dge a

group skills should comprise of counsellig® skills ai N?

counsellor education in the USA, Wl%;lls
levels, Malaysia offers similar prog SXK T3
In other words, counsellors in ;t cou

EN 4

the helping services upontl& -aduat'on.\ce theyNy¢come the service providers, they
a

ected to delive N : : .
are exp t b/ 051 pse‘li)ﬁsj eraduated from the same programs
et

(Abdul Halim Othn% 42
£ .
l?\-mg their roles as group counsellors.

be knowledgea wompeter
&’
Given theéxroup course offered by the counselling programs, most counsellor
\J

trair@ some trouble in grasping the magnitude of information taught within the
group € nselling syllabus. Due to its heavy content requirement, the trainees are not

fully aware of their inner biases and faulty beliefs regarding group counselling and

0§0:; $§o ton{l()l(); Trotzer, 2006). They are supposed to

&rfo é
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counselors leadership functions. Sometimes the trainees are at lost as to how to best apply

their group knowledge and skills within the group context (Trotzer, 2006). This @
is shared by Brown (2009; 2006), Kraus, et al. (2001), and Trotzer (2006) w %lgly
believe that before the trainees immerse themselves in the role of group ¢ |lors, they
should deal with their perceptual biases towards challenging eve& group,

Jeadership functions, and group counselling. Some trainees gradygte Rm the counselling

program without having a proper guidance on how to ma on ict%tively.
| ]

Conflict is important to group development. It sometil@orks likke a orblt’ ge

sword. It can promote group growth or if poorly manag d ¢ makg the gfoup smk. For
Q" N

g

oeneral fwid manage

these trainees who feel they lack the competencyag leg® gr

conflict in particular, they may benefit from maule. This ninO‘%dule provides

the opportunity for them to embark on se%lorator \%y \A.L% at the same time
: )y S

(]

acquire the knowledge and strateg'\ consgructivly? n@'&e conflict in group
counselling. Y- a\
f N

5.3.3.2 Implications for CO{e" E 0

Producing competent E’ \ECOU' ello the &9&361‘“ of any counselling program. For

that matter, counse cator ma' nt @ook into some existing training modules
te&hm‘g'bf group course. The findings of the present

s
that can be inc wd into tl
>%

study show, wl Conflict Managehnt Training Module (CMTM) can bring positive
effectsalO WE Counsellor trainees’ knowledge, skills and attitude towards conflict and
group leadership functions. The CMTM can be offered as a complete two-

towa

day training workshop or its components can be taught separately to meet the needs of



(OS]
o
~

the counselling students. The module delivery modes employed the frequently applied
teaching methods used in the counselling courses; hence, they can easily be pKtlgd

within the classroom setting. The mini lectures disseminate knowledge whilawlay
and modeling guide in the acquisition of skills, and self-reflection an?l

activities explore attitudes. Putting all the delivery modes together,w Ip trainees

group

explore conflict and attitudes from various perspectives. Given t mEule and the guide

from counsellor educators, trainees can enhance their learfMgg"As a rw will
experience an improvement in skills competency and b&conh nt t liad Q’xl'p
counselling.

J X 4\“'
5.3.3.3 Implications for Board of Counsellors V q‘

The Board of Counsellors n Malays%as estaEnF;.
responsibilities of the Board is to ensu%ouns'e'llin @rv1§rov1ded to the public

A

&(0 oversee the counselling

'*’998 Among the

)

meet some satisfactory standard. T t, t,

curriculums offered by the va%univer?

trained to meet the SOCle ds. S‘om needsémpetent counsellors who possess

1

mpetent counsellors can be

the knowledge of hu n C ogy L;&%.Umﬂ theories, are skillful at applying
counselling skills, sst right m

To keep the @fs and COllnsel\WldlllCCS in Malaysia abreast with counselling
professiona the Board organizes seminars and conferences at the national and

internationgl Tevels so that new knowledge in counselling can be disseminated and shared

among the interested parties. Since counselling depends highly on counsellors’

knowledge, skills, and professional development in helping others, the needs for practical
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training and supervision beyond the formal education are always in demand. The Board,
as suggested by Abdul Halim Othman, et al., (2000), Ching Mey See and Kok-l&%g

(2010), and Sarojin Menon (2000), should be more rigorous in their as%] in
upgrading the counsellors competency. As they are exposed to new l?le ge and

advanced skills training, the trainees in particular and the counsellors iw al can learn

new ways of behaving and thinking to better serve their clients. i

The Board of Counsellors should be the responsible party to keCfigont uM:‘ssmem

y
of the counsellor trainees produced from the many co | n@fin ’M.At@sia.
t

ing progfa
. . $
The CMTM and its accompanied assessment toow E\us\e 0 e@iﬂate the
counsellors’ and the trainees’ ability to manage Wan ;t‘il 1owzzﬁonﬂict and

towards group leadership functions. They shhe engour

to_EQmually upgrade

Q,
7]
o~
=
2

their knowledge and skills beyond their gr %n“

'] ‘2?
Furthermore, the Board Should ta%in“’a ve t engéave group practitioner to
develop training modules focu%\ varioy%tjf@cquisition. These modules if

proven effective can be Ned ilﬂo \icos L@omplemcm the existing training

- N
programs for counsel Nudelts‘ ’li()@%i should be made accessible to the

practicing counsell ell. Withgo ti@! acquisition of new information on group
counselling an whe coun llo&’ @i‘petency in group work can be enhanced. This

will result 'w'e positive attitude h&ards their roles and responsibilities. Thus, more

group4omgcan be organized and more individuals can receive the help they need.

As a conclusion, the implications mentioned stress the need of providing more exposure

particularly training opportunity for counsellor trainees to learn advanced group skills on
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a continuous basis to enhance their competency in leading group counselling in general

and in managing conflict in specific. It is good if the motivation to seek anle%e

comes from within the trainees themselves. However, motivation can be cultiv: thhey

are aware that by having more in depth knowledge and skills, they can betQiirve others

and at the same time advance in their career. Concurrently, the Bow ounsellors

should encourage counsellor educators to be creative in thei teaiing approach by

l

incorporating training modules to better promote the acquisits knowl%ﬂs, and

o2

positive attitude towards the group works.

5.4 Summary Y.
Y

( —~—
4)3,

the quantitative approaches. The discussio ks

and tries to explain the findings given %&arm.
the findings from the theoretical, m@gi T T Apel‘spcctives.
(—) S
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