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Abstract 

Purpose: The prevalence of conflicts in Institutions of Higher Learning is a global 

phenomenon, and is deep in history. Ghanaian public universities, which are no Islands of 

their own, have rich experiences to this end. Correspondingly, the conflict/dispute resolution 

mechanisms usually adopted by authorities and individuals within academic spaces, are 

multifaceted--ranging from dialogue to judicial determinations. This modest study that 

covered a ten-year period, examined the efficacy of such mechanisms in the quest to resolve 

conflicts within campuses, with specific reference to the University of Education, Winneba 

(UEW).  

Methodology: The research design is a descriptive case study that adopts a qualitative 

methodological approach, involving 30 respondents that were both purposively (17) and 

randomly (13) selected from the study area from amongst both Junior and Senior members, 

and five others from outside UEW.  

Findings: Findings are that: causes of conflicts in public universities are multifaceted and 

sometimes come with external influences from governments and other state agencies; 

conflicts within campuses many times have devastating effects, involving loss of lives, 

destruction of property, and the disruption of academic work. Moreover, Conflict 

Management Strategies usually adopted by public universities that include Alternative 

Dispute Resolution Mechanism (ADRs) are effective thus, accounting for the timeous 

restoration of peace in times of conflict.  

Unique contribution to theory, practice and policy (recommendations): The study 

recommends that: Conflict Resolution Committee members should be  professionals made up 

of Senior and Junior Members with relevant conflict resolution skills, mandated to identify 

conflict signals, prevent and   resolve conflicts within campuses to minimize resort to 

external judicial processes; additionally, peace education lessons be incorporated into 

university programmes. The study aside from adding to scholarly literature, equips policy-

makers of Public Universities in responding to conflicts. 
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1. Introduction 

Conflicts permeate all sectors of the society involving individuals, groups and nations, and 

are deep in history; often emanating from contestations regarding interests, needs, ideology, 

values and beliefs, identities, actions and inactions, viewpoints of opposing forces or powers 

that cumulate into strife, violence, sharp disagreements, battle, etcetera (Benson, 2022). The 

definition of conflict as a term has been varied from scholarly viewpoints. Conflicts 

encompass situations of incompatible goals, thoughts, emotions or needs that arise within or 

between individuals and groups that lead to opposition (Halevy & Cohen, 2020). On his part, 

Akparep (2019) asserts that conflicts are interactive processes that are characterized by 

disparity, mismatch and incompatibility; that may occur between or among a group of people.   

Conflicts especially violent conflicts, usually come with grave effects that go beyond the 

destruction of properties and the wealth of individuals but even lives. The ashes of World 

War II readily come to mind as a reminder of the devastating effects of violent conflicts, 

where three percent of the world’s population lost their lives with property worth over tens of 

trillion dollars destroyed (Grenville, 2005; Richardson, 1986). Whilst this particular conflict 

engulfed nations and its kind are rare in occurrence, the occurrence of organizational or 

institutional conflicts are rather rampant and numerous, usually with equal effects if not 

managed effectively. These institutions include business, educational and professional 

organizations. This paper’s focus is on the impact of conflicts within institutions of higher 

learning and how such conflicts are usually resolved and contained internally.   

Universities across the globe have rapidly fostered the socio-economic development of 

societies significantly, in respect of their vast human capital contributions (Schellenberg, 

1996; Valero & van Reenen, 2019). In a similar vein, these institutions of higher learning that 

are in the region of 100,000 as provided for by UNESCO sources, are also agents of regime 

change or legitimization in most countries,  sometimes using the mechanism of mass protest 

as evidenced during the Arab spring protests (Campante & Chor, 2012).   As cosmopolitan 

setups which are not immune from conflicts and tensions like any other social setting, 

interactions of individuals and groups within academic spaces contribute fundamentally to 

conflicts across the globe (Lukman, 2021). The causes and magnitude of these conflicts vary 

from time to time and from institution to institution, though the effects may be similar. Many 

researchers have alluded to the fact that,  competitions, stakeholders’ involvement in decision 

making, study conditions of students, predatory rules, autocracy, unresolved grievances and 

wrong conflict management mechanisms adopted by authorities, form the major factors that 

trigger conflicts in educational institutions of higher learning (Kharadze & Gulua, 2018; 

Watson, Karan, & Staley, 2017). Competing demands for limited resources within academic 

spaces, administrative lapses, unsubstantiated policy directives, according to Wright (2020), 

constitute other causes of conflicts in institutions of higher learning.  
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To that end, these institutions do adopt several conflict resolution methods including 

Alternative Dispute Resolution Mechanisms (ADRs), adversarial contestations in courts, 

collaborative and dominating strategies, amongst others. Murerwa & Guantai (2019) suggest 

three key approaches namely; domination, compromise and integration, as gateway to 

mitigating institutional conflicts in the surge for industrial harmony. At this point, a brief 

review of a cross-section of institutional conflicts across the globe will suffice.  

Across the western world, several conflicts within institutions of higher learning have been 

recorded. In the 1990s for instance, many institutions of higher learning in the United States 

of America were on turmoil, following mainly student unrests on campuses. One case worthy 

of noting is a leading America university namely, Berkeley. Academic work in Berkeley was 

distracted for five years from 1998 to 2003, following the Berkeley-Novartes scandal. In this 

particular case, several key university officials fashioned an unwholesome relationship with 

the major Novartes drug firm, where privileged departmental research results were passed on 

to the latter resulting in the iconic student radicalism (Dahlum & Wig, 2020). The 

consequences were devastating as the international reputation of the university was also 

bruised. In the United Kingdom, the so-called Great Battle that centered on the Philosophy 

Department of the University College of Swansea raged on from 1989 to 1993, damaging the 

international reputation of a department that once led in Wittgenstein studies. Following the 

conflict, the department was closed down, abruptly ending the academic career. Marsh (1982) 

focusing on the country Japan, writes that in the 1960s, student protests engulfed Asian 

institutions of higher learning over issues of  unfriendly policy decisions instituted by 

management. Currently, disputes in Australian Universities cost millions of dollars each year 

that could have been channeled to support core activities such as teaching and research.  

Annually, Institutions of Higher Learning in Africa face challenges that often lead to 

student protests and demonstrations. These conflicts adversely impact the smooth running of 

academic programmes and usually destabilize the academic environment (Lukman, 2021). 

Many factors underpin such institutional conflicts, ranging from policy issues to change of 

programmes and political reforms. For example as recent as 2019, South African Universities 

were compelled to increase fees in response to increases in inflation rates, operational costs 

and high student enrolment; as against a decrease in government funding of higher education. 

Against this backdrop, the country experienced a Renaissance of conflict at its institutions of 

higher learning, in particular resulting in the death of a Kwazulu Natal University student 

(Nkang & Uwah, 2021). Also, Kenyan institutions of higher learning have been hit in the last 

decade by a series of strikes, arson attacks and riots as a result of unresolved conflicts often 

leading to loss of lives and property (Kiboiy, 2013). Furthermore, in the 1990s many 

Nigerian Universities including the University of Lagos have had their academic calendars 

distorted as a result of frequent closures that were ignited by student unrests, sometimes 

resulting from fights among rival student occult groups. Three decades on, Nigerian 

Universities are still characterized by numerous conflicts within campuses between students 
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and university management that have taken different dimensions leading to several 

consequences including academic shutdowns, loss of lives and properties (Nkang & Uwah, 

2021). In Africa, these institutional conflicts are not akin to only university campuses but 

even lower institutions of learning. In that regard, the 1976 Soweto uprising which involved a 

series of  demonstrations and protests led by over 20,000 black school children in South 

Africa readily comes to mind (Brewer, 1986; Hirson, 1979). The protest which was in 

response to the introduction of Afrikaans as the medium of instruction in local schools, 

described by Archbishop Desmond Tutu as the language of the oppressor, had 176 school 

children shot and killed by operatives of the apartheid regime  (Baines, 2007; Ndlovu, 2011). 

Ghana very like most African countries, have had a series of conflicts plaguing their 

institutions of higher learning since independence in 1957, beginning with clashes at 

campuses under the regime of the first President of the Republic, Dr. Kwame Nkrumah. The 

paper understudied conflicts within the 15 public universities in Ghana at the time of writing. 

For a start, following clashes between students of the University of Cape Coast (UCC) and 

other students from two sister public Ghanaian Universities during the Atlantic Hall week 

celebration on 17th March 2017, 22 students of UCC were rusticated after investigations cited 

their deep involvement in the clashes that turned violent. In the given scenario where potters 

prevented naked students from entering the Hall for the night celebrations, two students were 

stabbed in the stomach whilst one other was brutally assaulted, as several properties including 

vehicles belonging to lecturers were destroyed (News Ghana, May 21, 2017). On an earlier 

note in UCC on 22nd February  2020, an Oguaa Hall week celebration turned bloody when 

irate students attacked the hall with stones, injured four students, smashed glasses of 

buildings and notice boards, set two motorbikes ablaze, destroyed the signage of the hall, and 

destroyed a statute in front of the hall (Daily Graphic, 22, 2020). Secondly in 2019, 

authorities of the Kwame Nkrumah University of Science and Technology (KNUST) began 

the conversion process of admitting female students into the all-male Hall of Katanga and 

also sought to ban ‘Morale’ known in Ghanaian parlance as ‘Jama’ in all the halls to the 

chagrin of the students. There followed violent protests from the students that led to the 

suspension of academic activities. The government of Ghana’s support for the status quo, its 

attempt to re-compose the University Governing Council and the detention of 11 students by 

the police, further compounded the issue (General News, Monday, 22 October 2018). Earlier, 

the Students Representative Council (SRC) had petitioned the Office of the President of the 

Republic of Ghana to intervene in the impasse. Efforts by his Office through the Minister of 

Education who sought to implement draconian measures that were perceived as a move to 

compromise the autonomy of the university backfired, as both management and students 

resisted. At that point, students and alumni of Unity (Continental) and University (Katanga) 

Halls continued their protest against the implementation of management’s decision, and 

sought an injunction in a Kumasi High Court against the conversion of two male halls into 

mixed ones which, was subsequently dismissed  (August 24, 2018). In the end, the Chairman 
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of the University, Asantehene Osei-Tutu II took siege of the matter, and bringing a closure to 

the impasse. Be that as it may, management succeeded in the conversion of all traditional 

halls of the school into mixed halls effective from the 2018/2019 academic year. Thirdly, the 

University of Ghana (UG) in 2019 was hit hard with the British Broadcasting Corporation’s 

(BBC) documentary on the ‘Sex For Grades’ scandal, that captured two of its lecturers 

allegedly compromising their code of conduct, as they were fond of soliciting sex from 

female students in exchange for high grades (Graphic, November 21, 2019). BBC had sent 

undercover reporters who wore secret cameras to campuses of two universities, and it was 

reported that; female students were sexually harassed, propositioned, and put under pressure 

by senior lecturers. Subsequently, Prof. Ransford Gyampo and Dr. Paul K. Butakor were 

brought before the Disciplinary Committee of the university which interdicted them, as they 

were found to have breached Statute 42(1) (e) (ii) of the University. The statute states as 

follows; “no member of the university shall engage in a course of vexatious conduct that is 

directed at one or more specific individuals, and that which is known to be unwelcome.”  Still 

on UG, a more recent dispute arose before the completion of this paper, where the Student 

Representative Council elections were marred following Electoral Commission’s (Ghana) 

inability to declare a winner for the position of President on time. A violent clash broke out 

between the students of Commonwealth and Sarbah Halls who pelted stones and broke 

bottles at each other, thus affecting the peace of the university and it had to take the police to 

restore calm on the campus.  In this particular case, SRC elections run into a run-off because 

none of the four presidential contestants got 50 percent plus 1 of the votes as required by the 

SRC constitution. Consequently, a run-off was fixed for the two contestants with highest 

votes namely, Prince Asumadu and Amos Ofuso, who were allegedly heavily backed by the 

ruling New Patriotic Party (NPP) and the opposition National Democratic Party (NDC),  

respectively (MyJoyOnline.com, October 30, 2021; MyNewsGh.com, 2021; Radio Univers, 

October 30, 2021). It goes without saying that, while some of the aggrieved parties sought 

remedies at the court, the university management showed great leadership by taking 

appropriate internal measures including disciplinary threats to students who misconducted. 

That far, calm has returned to the campus.  

From the forgoing, it is obvious that conflicts within institutions of higher learning across 

the globe are inevitable, especially giving the fact that the composition of human resources 

within  institutions, comprise people with diverse cultural, religious, social, political and 

economic backgrounds; thus reflecting their attitude to work, temperament and frame of 

reference (Owan, & Agunwa, 2019). As Owan (2018) suggests, conflicts evolve where a 

party’s actions are seen to be hindering the goals, needs or actions of another. These negative 

traits and situations associated with conflicts often lead to inefficient, inept, or dysfunctional 

consequences. To promote peace, unity and synergy in institutions of higher learning, 

however, there is the need to adopt inventive and appropriate conflict resolution strategies 

(Adesanya et al., 2018).  
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The purpose of this study is to ascertain the effectiveness of the conflict resolution 

strategies adopted by public universities in Ghana, with particular reference to the University 

of Education, Winneba (UEW). This is based on several factors--their relative longer periods 

of existence, their vast experiences and depth of involvement in public policy processes and 

their relatively extensive socio-politico-economic linkages with the outside world. The 

hypotheses of this research being that, there is no significant institutional variation of conflict 

resolution strategies adopted by Ghanaian Public Universities nor elsewhere, regarding the 

management of conflicts on campuses.  

 

2. Theoretical Framework 

Indeed, conflict resolution theories turn to guide both formal and informal processes that 

lead to the peaceful resolution of conflicts or disputes between and among feuding parties in 

many ways--aiding the resolution of impasses, laying of appropriate platforms for mediators 

to operate, provision of proven strategies for post-conflict development, laying of structures 

for the improvement of work relationship within organizations, and the uncovering of 

unconventional approaches such as Alternative Dispute Resolution mechanisms (ADRs) that 

turn adversaries into partners.          

There are a plethora of conflict resolution theories and models in use. These include 

foremost: the ‘Analytical Conflict Resolution Curve Model’ that motivates conflicting parties 

into arriving at a peaceful resolution to their conflict by themselves, other than engaging in a 

forceful resolution that may have future repercussions (Das, 2018a; Das, 2018b);  the 

‘Relational Dialectics Theory (RDT)’ that posit that the use of verbal coordinated 

communication has a great potential viability of managing conflicts and contradictions 

(Hicks, 2018); the ‘Game Theory’ as expounded by Schelling (2016) can redirect the focus of 

a conflict so as to gain an advantage over an opponent; the ‘Gandhian Technique Conflict 

Resolution Theory’ adapts nonviolent principles such as non-cooperation, strike, boycott, 

picketing, demonstration, hijrat, civil disobedience, atrocity, and fasting against, socio-

politico-economic injustices (Forsyth, 2009); and lastly, the ‘Anekanta Theory of Lord 

Mahavira’ emphasis on openness in addressing deep-rooted   issues such as terrorism, 

regionalism and linguism (Hicks, 2018).  

Three major theories underpinned this study for the obvious reason that varied conflict 

resolution mechanisms with their varied theoretical backgrounds, have come under 

consideration. They are namely, the ‘Dual Concern Theory’, the ‘Human Needs Theory’ and 

the ‘Conflict Resolution Mechanism Theory’. For the start, the Dual Concern model assumes 

that individuals’ preferred way of dealing with conflicts are underscored by the underlying 

themes of assertiveness (concern for self/ satisfaction of personal needs/pro-self-goals) and 

empathy (concern for others/satisfaction of the needs of others/pro-social goals) (Forsyth, 

2009). As stated by Goldfien & Robbennolt (2007) and reiterated by Forsyth (2009), the 
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intersection of the two dimensions account for the different styles of conflict resolution 

which, the model identifies as avoidance, yielding, competitive, conciliation and cooperation 

conflict styles. The nomenclature of conflict management styles within this context, however, 

is vulnerable to change as some scholars refer to them as accommodating, compromising, 

dominating, integrating and the obliging conflict management styles. The Theory has been 

used aptly to resolve conflicts between superiors and subordinates at work places, though 

there is no outright dogmatic conflict management style since it is rather the conflict 

dynamics that determine which one of the styles is to be used in a given case. Second, the 

Human Needs Theory established in the 1970s, comprehensively addresses human behavior 

in every scheme of human affairs. To sustain a peaceful society, proponents of this theory 

have argued that the basic needs of people must necessarily be met; since the beliefs, 

concerns and interests elements of parties in interaction usually generate conflicts (Behrman, 

Meinzen-Dick, & Quisumbing, 2012). This theory ties with the ‘Maslow’s Pyramid of Needs 

Model’ which posits that human beings possess physiological needs that determine their life-

time actions, as such, those needs must be met for people to stay peacefully and in harmony 

(Maslow, 1943). The model further argues that whenever identifiable needs are threatened, 

such needs should be restructured. Moreover, social systems must accommodate the needs of 

all individuals and groups (Hicks, 2018).Third, the Conflict Resolution Mechanism is made 

up of several formal and informal independent procedures in which, conflicting parties 

hazard confidence to resolve conflicts (Wallensteen, 2015). Drawing from the works of Johan 

Galtung, Thomas Schelling and Lewis A. Coser, Wallenstein (2015) presents seven important 

foundations for conflict resolution mechanisms--a shift in priorities for one of the conflicting 

parties, the division of contested resources, horse-trading between conflicting parties, 

decision of the parties to control and rule together over contested resources, parties agree to 

leave control to someone else, parties resort to  arbitration and other legal procedures, and 

finally the determination of  some issues can be left for later days.        

 

3. Methodology 

Fifteen public Ghanaian universities as at the time of this study, formed the study 

population comprising the University of Ghana (UG-1948), Kwame Nkrumah University of 

Science and Technology (KNUST-1952), University of Cape Coast (UC-1961), University of 

Education, Winneba (UEW-1992), University for Development Studies (UDS-1992), Ghana 

Institute of Management and Public Administration (GIMPA-1961) and nine others. The 

study adapted a descriptive case study design, using a qualitative approach where 30 

respondents were purposively (17) and randomly (13) sampled among both Junior and Senior 

Members of the University of Education, Winneba (UEW) in the main (See Table 1 and 

Figure 1 on categories of respondents). Located within the Central Region of Ghana within 

the small township of Winneba, UEW was established in September 1992 as a University 

College by the Provisional National Defence Council (PNDC) law 322. It was upgraded to a 
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full-fledged university on May 14, 2004 under the Act of Parliament (672). This institution of 

higher learning is fourth in terms of ranking of Ghanaian universities and one with the largest 

student population operating until now, in four campuses across the nation. It mainly turns 

out students into the educational sector. Currently, it has a total student population of 69,262, 

comprising 38,827 regular, 27,054 distance education, and 3,381 sandwich students. In-depth 

structured interview guides, focus group discussions and participant-observation methods 

were adapted as research instruments (Bernard, et al., 2017; Howard & Berg, 2017). 

Additionally, the paper also drew from the content analyses of existing literature in respect of 

the conflict resolution approaches adopted in Ghanaian Public Universities including books, 

journals, magazines, media publications, court cases and other legal documents.  

The general methodological approach of this paper that is descriptive of the world of 

human experiences, derives from an empirical research technique in the field of Conflict 

Resolution, one that is phenomenologically knowledge-based, in terms of realizability and 

reliability (Cox, 2010; Ekeke & Ekeopera, 2010; Gilgun, 2010). To this end, research 

experiences and perceptions were largely reflections and viewpoints of respondents rather 

than the perspectives of the researchers, thus; lessening the subjective influence of 

researchers on their informants (Merriam & Tisdell, 2016). Indeed, participants in this case 

were drawn from among conflicting parties, university management, university council, 

lecturers, students, legal team of the university, Students Representative Council (SRC), 

University Teachers Association of Ghana (UTAG-UEW Branch), Ghana  Association of 

University Administrators (GAUA), Teachers and Educational Workers Union (TEWU), 

Senior Staff Association of Ghana (SSAoG), external participants such as the court and 

government officials and conflict resolution experts. In all, 23 respondents representing 76.7 

percent, are males, while 7 respondents representing 74.3 percent are females.  

Respondents freely answered questions under confidential conditions. Nonetheless, short-

falls of the study results in terms of validity, reliability and generalizability, were addressed 

through triangulation, using multi-purpose approaches to the investigation of research 

questions posed to respondents (Bryman, 2008; Edmonds & Kennedy, 2017). Regarding Data 

Analysis, the Qualitative Content Analysis technique which, is a summary of verbal and 

visual data was used, since this method was both reflexive and interactive to implore (Judd et 

al., 2017; Pallant, 2016).  
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Table 1. Categories of participants  

Category Number interviewed 
Gender 

Male Female 

Conflicting parties 6 (20 %) 5 1 

University management 2 (6.7 %) 2 - 

University Council 1 (3.3 %) 1 - 

Lecturers 3 (10 %) 2 1 

Students 2 (6.7 %) 1 1 

UTAG 2 (6.7 %) 1 1 

SRC 2 (6.7 %) 2 - 

GAUA 2 (6.7 %) 2 - 

TEWU 2 (6.6 %) 2 - 

SSAoG 1 (3.3 %) - 1 

University Legal Team 1 (3.3 %) 1 - 

External respondents 3 (10 %) 2 1 

Conflict Resolution Experts 3 (10%) 2 1 

Total 30 (100) 23 7 

Source: Fieldwork, 2021  
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Table 2. Socio-demographic Characteristics of Participants 

Age Frequency (N=45) Percentage 

20-30 5 16.7 

31-40 8 26.7 

41-60 15 50 

Above 60 2 6.6 

Total 30 100 

 

 

Figure 2. Age Distribution 

 

Table 3. Educational Background 

Educational Background Frequency (N=30) Percentage 

No Formal - - 

Basic 2 6.7 

Secondary 7 23.3 

Tertiary 12 40.0 

Post Tertiary 9 30.0 

Total 30 100 

Source: Field Work, 2021 
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The ages of participants were classified into four categories as follows: 20-30, 31-40, 41-

60 and above 60 years (see Table 2 and Figure 2 above).  

 

4. Background/ Literature  

4.1 A Brief Overview of the Concept of Conflicts  

The typology of conflicts are varied in scope, dynamics and intensity to include: 

international wars, inter and intra-state wars, terrorism, inter and intra-group conflicts, family 

disputes and organizational disputes, inter alia (Benson, 2015). Two appropriate definitions 

of the term have already been provided for within the introduction section, and the 

researchers would not want to belabor the point further except to add one more last definition 

put forward by Asante (2011) which states, ‘Conflict is a state of mind characterized by 

indecision, uncertainty, dilemma, tension and anxiety…It is the expression of disagreement 

over something important to both sides of a dispute’;  

There are seven levels of conflicts which can either be violent or nonviolent--intra-

personal, inter-personal, intra-group, inter-group, intra-organizational, inter-organizational 

and inter-state conflicts (Benson, 2022). Whilst violent conflicts involve the use of arms and 

other dangerous techniques of warfare that ultimately lead to loss of lives and property, 

nonviolent conflicts are characterized by verbal exchanges and peaceful demonstrations 

among other nonviolent activities such as advocacy and withdrawals (Asante, 2011).  At this 

stage, let it be emphasized that not every conflict per se, is necessarily negative and ‘evil’. 

For instance, conflicts that involve competitions in the field of sports or within the confines 

of the classroom are positively connoted and do promote excellence and innovativeness. 

Within this context Schimdt (1974) opined that, both organizations and individuals require 

conflict for growth; as new ideas such as, new ways of thinking and new ways of doing 

things, emerge from conflicts that inure to human development. Overall, what is of essence is 

to direct and manage conflicts both effectively and efficiently, using conflicts as springboards 

for human growth, innovation and improvement (Benson, 2022).  

Furthermore, conflicts are identifiable through observation, hearing, feeling or reading and 

manifested in furious argument, fights, cold reception, unhealthy competition, breakdown in 

communication, aggressive behavior, assault, war, bloodshed and litigation, inter alia. The 

roots of conflicts having been traceable to several scholarly theories notably; the ‘Biological’, 

‘Frustration- Aggression’, ‘Economic’, ‘Human Needs’, ‘Physiological’, ‘Systematic’, 

‘Identity’, ‘Marxist’ and ‘Conflict Transformation’ Theories. The researchers have tried to 

briefly review two of these theories.  Whereas the ‘Biological Theory’ posits that there is a 

natural instinct of violence in the genetic makeup of every human being that makes conflict 

inherent in us and innate in all social interactions (Lundgren, 2016); the ‘Frustration-

Aggression Theory’ based on the ‘want-get-ratio’ states that where the expectation needs of 

people are not met or satisfied the tendency is that, the people in question will rise up to 
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confront those they hold responsible for frustrating their ambitions (Behrman, Meinzen-Dick, 

& Quisumbing, 2012).  

Moreover, Hellriegel, et al. (1992) classify conflicts within organizations such as 

institutions of higher learning into four main groupings:  

(a) Goal conflicts where for instance within a University, the preferred outcomes of 

management and teachers appear incompatible, regarding the increase in intake of 

students that will increase university resources (desired by management) and the 

corresponding increase in the workload of teachers (not desired by teachers);  

(b) Cognitive conflict that emanate from perceived incompatibility of  ideas, thoughts and  

beliefs; 

(c) Affective conflicts which are in relation to emotional incompatibilities; and 

(d) Procedural conflicts where parties differ on the processes of doing things.  

On his part, Galtung (2008), posits that three basic sources of conflicts exist namely; 

semantic sources that usually stem from communication failures and disagreements among 

parties; role sources that generate from varied perceptions held by parties over the expected 

attitudes and behaviors of each other in their relation; and value sources that have to do with 

the individualistic value sets of people within a setup and how people can bend back to 

accommodate each other’s varied values and identities. But as Asante (2011) opined, this 

separation may have its validity only within the academia as many structural sources of 

conflicts can be counted in the field of practice. [Emphasis ours]. What is more, most 

conflicts are not only traceable to one source but a combination of several sources and 

elements.  

For further emphasis, there are several sources linked to organizational conflicts that 

include but not limited to the following: personality conflicts, opposing interests, existences 

of incompatible resources and opportunity allocations; unhealthy competitions, status 

incompatibility, differences in perceptions and opinions, conflict of interests, ineffective 

organizational systems and unpredictable policies, differing values, scarcity of resources, 

incompatible goals and personal problems.  The effects of organizational conflicts are equally 

numerous: breakdown of peace, unsmooth working relations, diminishing output, 

obstructions in the decision-making process, the formation of competing affiliations within 

organizations that lead to reduction in employee’s commitment to organizational goals and 

efficiency, amongst others (Asante, 2011).  

This paper examines organizational conflicts which usually involve three layers or 

elements--the ‘Power’ element that is reflective of the capacity and means to get work done; 

‘Organizational’ element that involves analyzes and expectations regarding a person’s job 

obligations and their performance criteria thereof; and the ‘Worth’ element that reflects a 

person’s self-esteem and its corresponding rewards thereof (Watson, Karan, & Staley, 2017). 
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Having briefly reviewed the concept of conflict as such, the researchers would wish to 

address the second leg of this section of the work by also briefly reviewing a terrain of 

conflict resolution techniques under Part 4.2. 

4.2 Conflict Resolution Techniques   

Because organizations turn to constitute people of varied educational, family and religious 

backgrounds, conflicts are inevitable. In that regard, the prompt and constant resolution of 

conflicts in every human societal enclave becomes a necessity—as such a practice in terms of 

institutional goals and missions, form an integral part of the peaceful growth and progress of 

organizational setups. As a matter of fact, a relapse in this needful practice, tends to brood 

institutional loses and industrial unrests. As forcefully argued by Asante (2011), the 

institution that learns to manage its conflicts effectively has the tendency of decreasing the 

odds of non-productivity and industrial unrest. This feat, however, is achievable through the 

acquisition of skills in relation to conflict resolution that include but not limited to the 

following: the appropriate identification of conflict modes; the pursuit of excellent 

communication skills at work and during conflict resolution processes; and above all the 

institution of conflict management structures at work places. 

Conceptually, conflict resolution as used interchangeably with dispute resolution, involves 

methods and processes that are used to facilitate the peaceful ending of a conflict and 

retribution (Forsyth, 2009). Conflict resolution according to Wallensteen (2015), is a social 

engagement where armed conflicting parties in a (voluntarily) agreement, resolve to live 

peacefully with each other by dissolving their basic incompatibilities, and henceforth ceasing 

to use arms against one another. Bayazit & Mannix (2003) on their part submit that, conflict 

resolution is the process by which two or more parties in disagreement reach an agreement 

regarding its resolution. In a nutshell, conflict or dispute resolution involves the use of 

nonviolent measures by conflicting parties in their bid to promote peaceful ending of the feud 

between or amongst them (Roberts & Ash, 2009).          

The conflict resolution process though shares similarities with other conflict control 

measures such as conflict management, conflict transformation and conflict prevention, it 

differs from them in details. First, conflict prevention involves the processes of identifying 

signals of conflicts and the persuasion of people to work out their differences in order to 

eschew violent clashes. Attitudes and values such as respect for one another, accommodating 

each other’s shortfalls, fair-play and honesty, positive thinking and the maintenance of good 

relations, amongst others, go a long way in preventing conflicts in societies. The technique of 

‘peace education’ which  connotes the process where knowledge, values, attitudes, skills and 

behaviors are acquired in order to live in harmony with oneself, others, and the natural 

environment; is a firm pillar upon which the conflict prevention concept rests (Benson, 2021; 

Galtung, 2008; Page, 2008). Second, conflict management involves diagnostic processes that 

aim at reducing the negative and destructive effects of conflicts while increasing the positive 
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aspects through the negotiation of appropriate strategies, use of interpersonal styles and 

structural interventions that eschew needless conflicts, reduce or resolve conflicts (Alper, 

Tjosvold & Law, 2000; Lundgren, 2016; Page, 2008). Third, conflict transformation on the 

other, involves processes of moving from conflict-ridden situations or systems to peace 

systems, where negative attitudes and underlying conditions within conflict enclaves are 

addressed through fundamental changes in attitudes or behavior of individuals or disputing 

parties until sustainable lasting peace is reached (Allen & Friedman, 2021; Galtung, 2000). 

Such approaches include peacebuilding and transformative mediation.    

There exist many methods of conflict resolution that include but not limited to: Alternative 

Dispute Resolution (ADR) mechanisms usually pursued by individuals and organizations, as 

well as, peacekeeping, peacebuilding and peace enforcement measures, usually undertaken 

by the United Nations and other state and non-state actors. The resolution process 

encompasses a series of stages, actors, models and approaches that correspond to the kind and 

level of conflict in question as influenced by social and cultural dimensions (Coleman, 2011; 

Kellett, 2007). Within that context, different conflicts require different approaches to their 

resolution. The list of strategies, procedures and rules that may be implored in handling 

conflicts in anyone case, having to be a long one-- reaching of agreement on rules and 

procedures, reduction of tension and the synchronization of the de-escalation of hostility, 

institution of effective communication amongst conflicting parties, fractionation of issues 

within a negotiation process, establishment of common ground where parties can arrive at an 

agreement, and enhancing the desirability of options  put forward by parties (Lumineau, 

Eckerd & Handley, 2015; Mayer, 2012).  

Furthermore, within organizations, conflicts occur based on varied grounds of diversity 

and circumstances that emanate from interests, needs, priorities, goals, and value or 

perception differentials of conflicting parties. In addition, conflicts may involve team 

members, departments, projects, organization and clients, boss and subordinate, colleagues, 

organization’s needs versus personal needs of employees and clients, or power struggle. 

Within the given circumstances and following a careful analysis of the conflict in question 

therefore, the approaches to be applied stand as varied as the conflicts themselves. These 

include: forcing or competing, where one party to the conflict firmly pursues his/her goals 

and concerns, in spite of the resistance from the other party (Das, 2018a; Wallensteen, 2015); 

win-win collaboration approach which strives at having the parties work together to find a 

solution that satisfies the concerns of both parties (Larson, 2021; Mayer, 2012); 

compromising approach where the parties find a mutually acceptable solution which partially 

satisfies both parties (Baldoni, 2012; Larson, 2021); withdrawing or avoiding approach where 

the technique avoids, postpones or withdraws the addressing of the conflict all together 

(Wallensteen, 2015); and smoothing involves the accommodation of the other person’s 

concerns other than his/her own concerns that may be relatively less in importance; and inter 

alia. The withdrawing approach is usually occasioned by trivialities that are not worth 



283 

pursuing in the spare of the moment, or where withdrawal allows for the collection of 

relevant information that allows for more time and the gathering of skills and experience to 

resolve the conflict futuristically (Wallensteen, 2015). For an effective problem-solving 

process, the following steps have to be taken: identifying the issues at stake with clarity and 

certainty by all parties since different people might have different views of what the issues 

are; understanding and taking on board everyone’s interests which are the needs that must be 

satisfied; considering the range of available options for possible solutions through effective 

brainstorming; evaluating the options considering the pluses and minuses of each option; 

narrowing down on the best option or options in the balance; documenting the agreements 

reached and agreeing on contingencies, monitoring, and evaluation (Hicks, 2018).   

Moreover, the dimensions of conflict resolution may be parallel to the dimensions of 

conflict in respect to the way the conflict is processed. Three major resolution processes 

namely, cognitive, emotional and behavioral, are usually applied. Whereas cognitive 

resolution corresponds to the way disputants understand and view a particular conflict within 

the context of beliefs, perspectives, understandings and attitudes; emotional resolution refers 

to the way disputants feel about a particular conflict within the context of emotional energy 

so to speak; whilst behavioral resolution is reflective of how disputants act as conditioned by 

their behavioral output (Mayer, 2012). In identifying two main types of disputes within 

organizations namely, ‘Disputes of right’ and ‘Disputes of interest’, Hicks (2018) posits as  

follows:  (1) violations of the former that are legal rights of people emanating from contracts 

and agreements at workplace and established routine practices, can only be resolved through 

legal decision or arbitration (soft components of ADRs) and not by negotiation nor 

mediation; (2) violations of  the latter which are a reflection of matters of opinion not backed 

by law or legal agreements, can be resolved at best, through collective bargaining or 

negotiation. For effective negotiation, four principles must be adhered to: the intervener 

should separate people from their problem so as to get a clearer picture of the substantive 

problem; intervener should focus on the interest rather than positions of the parties; the 

intervener should generate a variety of options before settling on an agreement; and the 

intervener should ensure that the agreement is based on objective rather than subjective 

criteria (Hicks, 2018).   

ADRs involve the application of non-conventional peaceful methods of settling disputes 

inexpensively, at the same time, giving maximal satisfaction to disputing parties, while 

preserving their relationship after the settlement (Benson, 2022). ADR mechanisms are 

manifold—collaboration, where parties work together exclusively to resolve problems 

through constructive dialogue and engagement in other activities such as joint projects and 

festivities (Galtung, 2008); negotiation, involving a structured process of dialogue between 

conflicting parties leading to the settlement of their differences and through the use of pre-

established procedures (Fisher et al., 2000; Miller, 2003); collective bargaining, involving 

collective discussion aimed at achieving integrative-problem solution through cooperation 
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(Miller, 2003); conciliation, involving an intermediary process through a third neutral party 

who persuades conflicting parties to work together towards a peaceful settlement (Miller, 

2003); mediation, involving a voluntary, informal, non-binding process undertaken by an 

external party that fosters settlement between conflicting parties (Benson, 2021; Miller, 

2003); arbitration, involving a third party non-litigation intervention process in which, 

decisions rendered by the arbitrator are binding on parties (Benson, 2022; Miller, 2003); and 

adjudication, involving an adversarial, non-confidential, yet non-violent litigation process 

pursued in the courts for dispute settlement, and administered before a judge of competent 

jurisdiction whose judgement is binding on the parties (Asante, 2011; Miller, 2003).     

Lastly, while still discussing conflict/dispute resolution mechanisms within institutions, it 

is worth noting that, knowledge and the appropriate identification of the developmental 

stages of institutional conflicts is a needful exercise within the process of conflict resolution 

or management (Asante, 2011; Benson, 2022). As well, it goes without saying that, prior to 

the application of a particular conflict resolution technique to a conflict situation, there is the 

need to analyze conflicts just as it is necessary for a doctor to conduct tests on his or her 

patient during the diagnosing process. Conflict analysis involves a detailed study of the 

various components of a conflict that makes use of specific paradigms to ascertain a 

systematic understanding of the conflict in question, that ultimately inform the appropriate 

conflict control mechanism to be implored (Benson, 2022; Fish, et al., 2000). These 

components include the history of the conflict, background to the conflict, time lines, parties 

to the conflict including seen and invincible parties, perspectives, positions, interests and 

needs of the parties, causes of the conflict and short-term and long-term alternatives available 

for the transformation of the conflict, amongst others (Fish, et al., 2000). The exploratory 

analysis can be done using three main study methodologies --case study, fact-finding and 

workshops. The tools for the analysis are then presented graphically to spell out the 

components of the conflict as listed above through the use of ‘Mapping Methods’, ‘Onion-

Doughnut Method’, ‘Attitude-Behavior-Context Method’, ‘Conflict Tree Method’ or 

Pyramid/Island Method’ (Fish et al., 2000). However, whatever form the study assumes, the 

underlying factor is to empower the analyst or intervener with the right and adequate 

information and tools for the conflict containment process.   

 

5. Data Presentation and Analysis  

As suggested by Aclover (2009), universities by their nature and structures are perfect 

breeding grounds for conflicts, disputes, problems and grievances, of which UEW is no 

island. Indeed, as alluded to above, conflicts are part of organizational life that do happen at 

any time, because the people who make up the organization have antithetical interests 

(Bampoh-Addo & Abedi-Boafo, 2014). Since its inception, the institution that has turned out 

over 100,000 students in multidisciplinary science, arts and business courses at the Bachelor, 
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MA, Med, MPhil and PhD levels, has experienced lessor conflicts than many of the public 

universities in Ghana. The once averagely peaceful institution, however, has suffered some 

setbacks in respect of conflicts or disputes in recent times. The researchers for space 

constraint and also as in tandem with deliberations with respondents, have elected to briefly 

discuss the dynamics of some major conflicts within the last ten years, spanning from 2011 to 

2021.   

The study which was highly successful started with a few hiccups though, as many 

targeted respondents were initially unwilling to grant the researchers an interview, perhaps 

out of the fear of possible victimization. To quote one of them, “You know now this 

institution unlike a few years ago, has become passionately divided, where colleagues no 

longer trust each other. Now, one has to look beyond your shoulder before granting 

interviews of this sort”. Another expressed regret over this state of desperation having ended 

lamenting thus, “It’s sad that this onetime peaceful campus is left in this state. Well, we just 

hope things get better since in the past two years, reason is returning”.  Be that as it may, the 

researchers overcame this initial drawback by exhibiting a true sense of confidentiality and 

the protection of respondents throughout the modus operandi of the survey. The study on the 

main sought to answer the following questions: 

1. What notable conflicts/disputes exist(ed) in the University of Education, Winneba, 

within the past ten years? 

2. What are the causes of conflicts/disputes within this institution of higher learning? 

3. What available conflict resolution mechanisms are in use in the last ten years? 

4. How effective have these conflict resolution mechanisms being?   

5.1 Question One: What notable conflicts/disputes exist(ed) in the University of 

Education, Winneba, within the past ten years?   

From secondary data and also from answers to question one, 24 respondents representing 

80 percent itemized the conflicts un-chronologically as follows (6 others representing 20 

percent voluntarily declined):   

First, a construction firm namely, Geofra Construction Company Limited under the tenure 

of Professor Akwasi Asabere-Ameyaw as Vice- Chancellor of UEW, in around 2011 was 

awarded a contract to construct a building for the university. But before long, the contract 

was abruptly abrogated and re-awarded to another contractor since Geofra’s previous 

performance was allegedly unsatisfactory. Geofra sued the university in the court where the 

court ruled that the company must be compensated in the circumstances. 

Second, in 2012, a lecturer by name Daniel Yelkperi sued the university regarding the 

infringement of his rights in reference to an application for his promotion to the rank of 

Associate Professor. This followed a failed petition to the university management through his 
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counsel Kulendi @ law, demanding the reassessment of his application in line with the 

university’s own academic policies as set up in the Academic Board decisions of October 

2009. However, the court declined his plea, stating that the university’s action was in line 

with its statutes and regulations with regards to the promotion of Senior Members. 

Third, in the case of Mr. Dennis Osei Afriyie-Marfo VS University of Education, Winneba 

(Suit No. F12/007/20), the Applicant Mr.  Afriyie-Marfo who was the Principal Accounting 

Assistant of the Faculty of Social Science of the Respondent, on April 29, April 2020 sought 

reliefs in the High Court of Justice, Winneba as follows: a declaration that the termination of 

his appointment be put aside as it amounted to an excess of jurisdiction of the respondent; a 

declaration that the action of the Respondent was illegal, null and void and of no legal effect;  

sought an order of Certiorari to quash the decision of the Respondent and reinstating him. 

The facts of the matter are that, an allegation of forgery and falsification of medical claims 

was made against Mr. Afriyie by authorities of the UEW Clinic where the Applicant 

previously worked. The Applicant was given hearing by a Committee that was set up by the 

Respondent to investigate the Applicant. Contrary to the findings and recommendations of 

the Committee that called for the withholding of two months salary of the Applicant, the 

Registrar of the Respondent terminated his appointment. Aggrieved by the termination of his 

appointment, he petitioned the Chairman of the Governing Council and was denied a hearing. 

Subsequently, he applied to the High Court to determine amongst other things that: the 

decision of the Respondent is in excess of its jurisdiction, giving the fact that  it is contrary to 

the Committee’s findings and recommendations; in any event, the Committee was irregularly 

constituted as the Complainant in this matter was made a member of the Committee thus 

becoming a judge in her own cause, where no member of the Senior Staff Association was 

represented in the Committee per statute stipulations. In the landmark judicial review, the 

court upheld the following: the composition of the Committee was improper and irregularly 

constituted and the product of their work that occasioned the termination of the Applicant’s 

appointment, could not survive the wave of the Certiorari; there was a patently clear error 

before the court that warrant quashing the findings and report of the Committee that formed 

the basis of the termination of the Applicant’s appointment by the Respondent. The Court 

therefore quashed the termination of the appointment and asked for the reinstatement of the 

Applicant which was implemented by the Respondent (Report of the High Court of Justice 

Winneba, Suit No. E12/007/20, April 29, 2020 before His Lordship, Justice Aboagye 

Tandoh). 

Fourth, Dr. Samuel Ofori Bekoe a Senior Lecturer of the UEW (a former National and 

Branch President of UTAG and a Member of the University Governing Council) was 

dismissed as a lecturer by the Governing Council, on an allegation of show of 

insubordination and threats of harm to some members of the Council during one of the 

Council’s meetings. Later, Dr. Bekoe averred that the Council Chairman, Vice-Chancellor 

and Registrar of UEW, had lodged a false complaint at the Police Station against him. 
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Following this, a charge of threat of harm was preferred against him. Subsequently, a fact-

finding Committee and latter a Disciplinary Committee were first set up by the Vice-

Chancellor, Prof. Afful-Broni to investigate him. Upon the recommendation of the 

Disciplinary Committee, Dr. Bekoe was dismissed on March 29, 2018. Earlier, Dr. Bekoe 

had failed to attend the invitation of both Committees based on the fact that, his counsel had 

advised him not to attend the invitation since the case was already in court, and the fact that 

on the case of the Disciplinary Committee, he was only served with the invitation letter after 

the sitting was over. His case had gone through a judicial tussle from the High Court to the 

Court of Appeal. While a ruling of the Cape Coast High Court on June 25, 2019 upheld the 

decision of the governing Council of UEW in respect of the dismissal of Dr. Bekoe; the Court 

of Appeal (Civil Division Appeal no. H1/30/2020) in considering a judicial review appeal 

brought before it by Dr. Bekoe (Appellant) on October 21, 2020, set aside the ruling of the 

High Court. The Superior Court of Judicature quashed the decision of the Council, granted 

the reliefs endorsed on the Applicants application for judicial review filed before the High 

Court, and ordered the Respondent (UEW) to reinstate and pay the accrued salaries, 

emoluments and allowances with interest thereon to the Applicant for the entire period of 

dismissal. Following these judicial interventions Dr. Bekoe has since been reinstated in 2021, 

amidst bureaucratic delays on the part of the Respondent. 

Fifth, at some point in time of the crisis in UEW, UTAG called on Senior Members to rise 

up for their democratic rights in the midst of the dictatorial rule of Prof. Afful-Broni. As 

reported by the Graphic newspaper, about 30 employees have either been sacked, demoted, 

suspended or transferred arbitrarily that precipitated the call of UTAG. Notably, three Senior 

Lecturers namely; Dr. Frimpong Kaakyire Duku (then UTAG UEW-Branch President), Prof. 

Ephraim Avea Nsoh and Dr. Emmanuel Osei Sarpong, were summarily dismissed leading to 

a state of unrest among students of the university that led to the closing down of the 

university, though in brief. Dr. Duku sued the University. However, interventions from the 

governing Council of UEW, the Central Regional Security Council (REGSEC) of the Central 

Regional Coordinating Council and the government, led to the reinstatement of the Senior 

Lecturers and recall of the students by the Council. This followed a review of Council’s 

disciplinary decisions as announced by its Chairman, Prof. Emmanuel Nicholas Abakah on 

March 7, 2019 (Graphic, 2019: reported by Gilbert Mawule Agbey). In reaching this 

decision, the Council acknowledges it has the ultimate responsibility of ensuring that a lasting 

peaceful environment for academic work, is established on the UEW campuses. 

Sixth, following the termination of his appointment as Acting Finance Officer (AFO) of 

UEW, Mr. Bruno Bajuoase Chirani in a turf war with the Vice Chancellor, Prof. Afful-Broni, 

petitioned the Auditor General and the Economic and Organized Crime Office (EOCO) to 

conduct a forensic audit into alleged misappropriation of funds to the tune of Five Million 

Seven Hundred Thousand Ghana Cedis (GHc 5,700,000.00) belonging to the institution by 

Prof. Afful-Broni (Graphic, 2019). He called further on these two constitutional bodies to 
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prosecute Prof. Afful-Broni and the Registrar, Surv. Paul Osei-Barima Esq. Subsequently, 

Mr. Chirani sued the university as well as three others namely, Prof. Afful-Broni, Surv. Paul 

Osei-Barima Esq and Mr. Francis Obeng (Finance Officer) at the Winneba High Court in 

contention of his dismissal as AFO of UEW. The case as of the time of writing is pending in 

the court for redress.  

Seventh, one other issue that nearly marred the smooth exit of Prof. Afful-Broni on 

September 30, 2021 and the subsequent take-over of the administration of the university by 

his Pro-Vice-Chancellor, Professor Andy Ofori-Birikorang on October 1, 2021, had to do 

with the inability of the Governing Council to adopt the recommendations of the Search 

Committee for a new Vice-Chancellor. Before the said Council meeting could even take 

place, a Senior Member had placed an injunction at the Winneba High Court to restrain the 

Council from taking a decision on the matter. Prior to this, there had being deep division 

within two groups over the issue of Prof. Ofori-Birikorang assuming the acting position of 

Vice-Chancellor. In consonance with the university statutes, the Pro-Vice-Chancellor in the 

absence of the Vice-Chancellor, shall act until the appointment of a substantive Vice-

Chancellor. Despite a mute injunction at an Accra High Court objecting to Prof. Ofori-

Birikorang’s acting capacity, the Governing Council with the backing and intervention of the 

Ghana Tertiary Education Council (GTEC), got things underway peacefully with Prof. Ofori-

Birikorang taking over from his boss. At the time of the publication of this paper, the issue of 

a new Vice Chancellor has not yet seen the light of the day as the case is still pending. Be that 

as it may, UEW campus at the time of writing is enjoying relative peace even after the take-

over by Ofori-Birikorang.  

Lastly, the seeming tension of the university came to a climax in 2018 when the Winneba 

High Court upheld the plea of a plaintiff by name Supi Kwayera, to dismiss the then Vice-

Chancellor (VC), Professor Mawuto Avoke and four other top management officials 

including the Finance Officer, on grounds of impropriety regarding the award and payments 

of contracts, amongst other allegations. His Pro-Vice-Chancellor at the time, Rev. Fr. 

Professor Anthony Afful-Broni was approved briefly by the University Council to act in 

place of the substantive Vice-Chancellor, and subsequently appointed as the substantive 

Vice-Chancellor of the university. In September 2018, he was inducted into office by 

President Akufo-Addo. Following these sequences of events, the once peaceful atmosphere 

became poisoned for close to three years, as underlining pockets of conflicts and disputes 

were ignited amongst faculty members, management, the student body, the governing 

University Council, labor unions including UTAG and external parties including the Member 

of Parliament for Effutu Constituency and the government, in particular the Ministry of 

Education. Following this impasse, several law suits and judiciary review appeals were 

brought before the courts running up to the apex court of the land, the Supreme Court of 

Ghana. For the start, a Senior Staff of UEW, Mr. Kingsley Amoakwah in suing the university 

and its Vice- Chancellor (VC), prayed the Winneba High Court to amongst things: restrain 
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Prof. Afful-Broni from holding himself as the VC of UEW; uphold as unjust and illegal the 

attempt by the UEW governing Council to ignore findings of the Economic and Organized 

Crime Office (EOCO) that exonerated Prof. Avoke. (citinewsroom.org, July 23, 2019 by 

Godwin A. Allotey). Contrary to his plea, the High Court in its initial ruling, ordered Prof. 

Avoke to step aside as VC of UEW until the case brought before it was determined. Shortly 

after this ruling, the governing Council dismissed Prof. Avoke and replaced him with Prof. 

Afful-Broni in an acting capacity to be confirmed as substantive VC of UEW subsequently. 

Attempts by lawyers of the former failed to get the Council rescind its decision as it threw its 

weight behind the latter, in the midst of accusations of victimization, injustice and other 

actions said to have lowered the reputation and image of the institution (ibid). However, a 

judiciary review appeal at the Supreme Court saw the quashing of the earlier Winneba High 

Court decision that led to the suspension and subsequent dismissal of Prof. Avoke and four 

other principal officers of the university. Be that as it may, the court’s decision came short of 

ordering for the reinstatement of the affected former principal officers of the university, even 

though additionally, Prof. Avoke was cleared of charges brought against him before EOCO 

and the Auditor General. In the given milieu and in the turn of events, UTAG and Hon. 

Alexander Afenyo-Markin, MP for Effutu who was allegedly legal adviser/counsel to Mr. 

Supi Kwayera whose court action led to the setting aside of Pro. Avoke as Vice-Chancellor, 

called for the resignation of Prof. Afful-Broni. In citing instances of poor performance by the 

VC, he was also rightly or wrongly accused of having failed to keep the university together in 

unity and progress (General News from Graphic, March 13, 2019). The merit of this case is 

still unsettled, and apparently, might take some time to do so.   

5.2 Question Two: What are the causes and effects of conflicts/disputes within this 

institution of higher learning? 

First, twenty-five (25) out of the 30 respondents representing 83.3 percent overwhelming 

cited ‘power struggle’ as a major cause of conflicts within UEW. According to most of them, 

until the advent of the dismissal of Prof. Avoke, the university though had problems, was in 

relative peace (Galtung, 2000). However, respondents were sharply divided as to who was to 

blame for the struggle. A unionist respondent has this to say, “While Prof. Avoke was wrongly 

and illegally removed from office, his former Pro-VC whose candidature he once endorsed, 

connived with others to remove him so he can achieve his long-held dream of becoming the 

VC. What injustice!”  Another respondent said, “It seems to me Prof Avoke was overly post-

conscious, just imagine how he once stormed the university to announce himself as the only 

legitimate VC of UEW, even when he knew the case had not been fully called to his side. Its 

good the security prevented him and his followers from addressing the press conference. 

What would have happened if he succeeded? How could there possibly be two drivers on the 

driver’s wheel at the same time?” Yet another respondent located the problem elsewhere. 

“For me, Hon. Afenyo-Markin should blame for all this power struggle on campus. Come to 

think of it, he crafted this whole thing for his own parochial interest. After all, where in 
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Ghana have you seen a Member of Parliament interfere so deep in the internal affairs of a 

public university?  Now look at his shameful U-turn in the scheme of affairs? He is now stiff 

in arms with the side he helped to kick out, to fight the side he once projected. Ehh! How he 

has come to be seen in the public eye as the hypocrite that he is, the originator of the 

managerial turbulence on campus. Anyway, I equally blame the University governing 

Council for the mess.” Overall, and judging from responses from the respondents, more than 

80 percent of people on campus see the issue of power struggle as the major cause of 

turbulence in UEW.   

Second, 17 respondents (56.6 %) cited heavy-handedness of management and injustices 

sometimes perpetuated by them as a course of conflicts within UEW. One respondent asserts 

as follows, “The arbitral dismissal and transfer of workers, unmerited promotion of favorites, 

and the dictatorial tendencies of management and some heads have brought us where we are 

today.” The respondent after the lamentation, however, added, “There is no use in ‘throwing 

in’ the towel after all. I can see serious reconciliation efforts from management. It started at 

the end-part of Prof. Afful-Broni and continued by his predecessor, Prof. Ofori- Birikorang. 

According to Aclover (2009), in the given circumstances every person must stretche out for 

the olive-leave that has been provided.     

Third, 20 respondents (66.6 %) reasoned in line with Jeong, 2017, that sources of 

conflicts/disputes in UEW also stem from semantic sources  due to communication failures 

and sharp disagreements between the two sides that were created after the dismissal of Prof. 

Avoke and the takeover of Prof. Afful-Broni as VC of UEW. Added to that, more than half of 

this number think the ‘cracks’ are further deepened by the varied perceptions held by parties 

over the expected attitudes and behaviors of each other in their relation, especially where the 

parties have refused to accommodate each other’s varied values and identities. One of the 

respondents confirmed this when she said, “It is now ‘you’ versus ‘us’. So much mistrust 

within the system. To the extent, some colleagues are even prepared to destroy others to the 

‘powers that be’, just for promotions. You can easily identify such people who are always 

sneaking in to present falsehood to the big people for gains”. From the findings, most 

respondents think that the situation on campus will improve if colleagues break the back of 

stereotyping, discard mistrust between/among themselves, open up to each other and engage 

in effective communication.        

Fourth, 50 percent of respondents (15) assert that breaches of laws and regulations and 

their non-implementation by management, staff and students account for some conflicts 

within UEW. This falls in line with the assertion of Asante (2011) that within the academia, 

many structural sources of conflicts such as breaches of regulations can be counted in the 

field of practice. Fallouts characterizing the takeover of Prof. Ofori- Birikorang as acting VC, 

was cited by some respondents to buttress this point. One of them said, “This needless near 

conflict that followed Prof. Ofori- Birikorang’s approval by the governing Council to act as 

VC in the absence of a substantive VC, was largely avoidable. At least, the statutes of the 
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university and other laws settle the matter. Of course, it is the Pro- VC that acts in the 

absence of a VC! Yet, some chose to either ignore the law or turn a ‘blind eye’ to it because it 

does not favor them”. Another respondent sited the breaching of the contract with Geofra 

construction firm as one that was avoidable. Clearly, half of respondents and therefore people 

within UEW campus think if rules, regulations and laws are adhered to by every stakeholder 

on campus, the generation of conflicts will be minimized.  

Fifth, most of the respondents argue that external interferences in the internal affairs of the 

university contributed to the onetime polarized situation on campus. As Bampoh-Addo & 

Abedi-Boafo (2014) opined that, external interferences in the activities of institutions can 

have dire effects on them, including foremost the peaceful coexistence of colleagues and 

workers. To this end, a respondent alleged as follows, “It was out of place for the President of 

the Republic of Ghana to have graced the controversial induction of Prof. Afful-Broni as VC 

of UEW, when he knew very well that, the case was in court. If the Chief Executive of the land 

approves the appointment of a person, who else in the land including Supreme Court judges 

can say otherwise”.  Another had this to say, “But for the interference of the MP for this 

constituency, this place would still have enjoyed its relative peace”.  Clearly, external 

interferences in the affairs of the university is frowned at by most respondents and by 

extension, both Senior and Junior Members of the university. Accordingly, the interviewees 

advised against any such future interferences by external parties as they have the potential of 

derailing the peaceful atmosphere currently enjoyed in UEW. 

Many other conflict sources that have to do with unhealthy competitions among Senior 

and Junior Members, injustices associated with promotion of Senior Members, personality 

clashes as a result of identity differences, corruption-related cases, ‘pull-me-down’ syndrome, 

examination related offences, staff misconduct, breaches of contractual agreements and 

inadequate appreciation of deserving workers were also cited by respondents. It was also 

found out that conflicts are fueled when some Senior and Junior Members and other 

busybodies go about peddling falsehood and reporting colleagues to management for favors. 

Respondents decried the massive effects of the conflicts rampaging UEW and therefore 

Ghanaian public universities as: break-down of laws, destruction of property, loss of lives, 

disruption of academic work, insecurity, lowering in work output/productivity, low morale, 

excessive spending on litigation processes, and loss of institutional reputation (Hicks, 2018).   

5.3 Question Three: What available conflict resolution mechanisms are in use in the 

last ten years? 

Approaches to dealing with conflicts have varied over time within UEW based on several 

factors.  Holton (1998) lists some of such basic factors as prevailing norms, conflict 

dynamics, societal conditions and available resources. Out of the 30 respondents, only 16 of 

them (53%) were able to put their fingers on the type of conflict resolution mechanisms that 

UEW has adopted so far. It is clear from this evidence that, a huge percentage of the 
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respondents (46.7%) were either unaware or faintly aware of these approaches. The situation 

compelled the researchers to look at other secondary sources for data to complement the 

primary-sourced data. The strategies adopted by UEW per information from both sources 

include the following:  

First, the use of Committees and other internally created conflict resolution structures take 

center stage in the conflict resolution efforts of the university. To that end, aggrieved staff are 

obliged to exhaust local remedies before resorting to external sources.  In particular, Statute 

84 of UEW Statutes 2020 empowers aggrieved staff who think they have not been given fair 

hearing at the disciplinary committee level or any such internal conflict resolution structure, 

to petition the University Governing Council before an appeal is made to the Appeals Board. 

The Board is governed by rules and procedures that are crafted by the Council. Respondents 

called for amendments in some of the provisions to allow the Board full autonomy. A 

respondent said, “It’s an anomaly for the Council to set rules that control the operations of 

the Board. In this sense, the independence of the Board is compromised, as it may not have a 

free hand to deal with cases free of the Council’s interference”. Another had this to say, “It 

beats one’s imagination as to why an aggrieved appellant can’t get straight to the Board over 

his/her grievances but will have to pass through the Council”. A respondent made a vital 

contribution to this debate when he turned the gun at aggrieved parties, instead. He alluded to 

the fact that, in recent times, many aggrieved parties fail to make use of the internal structures 

but run to the courts and other external structures for redress. To that end, it was 

recommended that all UEW staff should be educated on these procedures by the system, 

while encouraging aggrieved parties to exhaust local remedies first, before resort to courts 

(Coleman, 2011; Mayer, 2012). This will safe huge litigation costs to the university and also 

keep the university out of the public scrutiny, following its badly bruised public image in 

these past few years.    

Second, the university makes regular use of Alternative Dispute Resolution (ADR) 

mechanisms in the forms of negotiation, mediation and arbitration. Lumineau, Eckerd & 

Handley (2015) suggest that, ADRs have the required capacity to rapidly reduce tensions and 

aid the synchronization of the de-escalation of hostility in educational institutions effectively. 

Their assertion was in line with some of the responses the researchers got during a group 

discussion. Participants in recounting many cases where conflicting parties made use of 

ADRs and the success level of such practices, recommended that the university should create 

and fund a platform that   encourages the application of ADRs in its conflict resolution 

efforts. It was also at this discussion session that, participants disclosed that Departments, 

Faculties, and divisions within the university, including the Council and university 

management, have implored this strategy to resolve numerous disputes which otherwise 

would have escalated into violent conflicts. In line with this, a former Chairman of the UEW 

governing Council, Prof. Obeng Mireku once expressed the Council’s determination and 

commitment to resolving all issues militating against the progress of the university during the 
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24th Congregation of the University (Ghanaian Times, 2019). Consequently, management and 

the governing Council of the university used the following conflict resolution strategies with 

measured success: the Council opened its doors and received petitions from aggrieved parties 

for fair hearing and consideration; UEW management sent periodic reports to the Ghana 

Tertiary Education Council (GTEC ), Ministry of Education, the Central Regional Co-

ordinating Council (RESEC), student bodies and labor unions of UEW on the progress of 

efforts made at restoring peace to UEW; and management used the media to restore people’s 

confidence in the conflict resolution processes underway in UEW. 

Lastly, it was too revealing during the study that, aggrieved parties often resort to courts 

for redress because they think internal conflict resolution mechanisms within the university, 

will refuse them justice, especially if the other party to the conflict is the university 

management or the governing Council. A chunk of cases were cited as noted above. 

Respondents, however, decried delays in case determination within the court system and the 

costs of litigation fees. They though appreciate the fact that court decisions tend to be more 

binding and revered by all parties. Against this backdrop, respondents recommended that all 

public universities in the country should employ legal counsel to provide university officials 

with adversarial bargaining or adjudicative approaches in conflict management. Fortunately, 

UEW has established a permanent legal office that represents the institution in legal matters. 

However, it was also noted that many legal practitioners, have not yet embraced in full, the 

new worldviews of collaborative problem-solving approaches such as interest-based 

bargaining, mediation, facilitation, amongst others.  

5.4 Question Four: How effective have these conflict resolution mechanisms being? 

Respondents were divided over how effective the conflict resolution mechanisms adopted 

by UEW were. In their answers to this question, the following data was gathered (as 

presented in Figure 4): 16 respondents (53.3%) strongly agreed the mechanisms in place are 

effective; 7 respondents (23.3%) agreed that mechanisms as currently constituted, are 

effective; 4 respondents (13.4%) disagree that mechanisms are effective; whilst 3 respondents 

(10%). From the results, it is evident that more than seventy-five percent of respondents and 

by extension stakeholders within UEW believe that the conflict resolution mechanisms so far 

adopted by UEW and other public universities in Ghana, are effective. In particular, they 

linked the ADRs mechanisms to the success stories of the conflict resolution efforts by UEW 

till date (Miller, 2003). However, some respondents bemoaned the rush to send cases to the 

court when internal remedies have not yet being exhausted. A case in point is the filling of an 

injunction at an Accra High Court that sought to prevent the Pro -VC, Prof. Ofori- Birikorang 

from taking over in an acting capacity when Prof. Afful-Broni retired. This according to some 

of the respondents was needless, if the plaintiff had taken time to peruse the statutes and rules 

of the university regarding such a matter.  
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Figure 4. Views of Respondents regarding the Effectiveness of Conflict Resolution Mechanisms 

adopted by UEW 

Since conflicts are inevitable within anyone system including Ghanaian Public 

Universities, respondents called for the strengthening and empowerment of internal conflict 

resolution mechanisms within UEW and other public universities in Ghana. Professionals and 

experts should be nominated to serve in Conflict Resolution Committees, with the relevant 

conflict resolution skills to dispense justice to all manner of parties. Such committees should 

be mandated to identify conflict signals at a distance, and empowered to prevent and resolve 

conflicts within campuses so as to minimize resort to external judicial processes (court 

litigation).  

Additionally, peace education lessons be incorporated into university programmes 

throughout the country, so as to open students to the theory and practice of the basic 

rudiments of peace culture (Akande et al., 2021; Jeong, 2017). A doable policy-framework 

must be put in place by government to extend the programme to the level of basic schools in 

the country. As the saying goes, ‘To get the best out of them is to catch them young’.  

Furthermore, as gathered by the researchers at the time of this survey, there is relative 

peace on campus and once more, UEW is on the path to its former atmosphere of peace and 

tranquility. Both the immediate past VC, Prof. Afful-Broni and the acting VC, Prof. Ofori- 

Birikorang have contributed to the chalking of this feat, which every other stakeholder ought 

to encourage and build upon. Also, internal structures that address grievances within the 

university so as to restore peace and harmony          

Moreover, the impasse of the University should be resolved using internal structures that 

address grievances within the university so as to restore peace and harmony on campus. A 

clarion call was made to the MP for Effutu, Hon. Afenyo-Markin, agencies and institutions of 

government, as well as, other individuals to stay clear from the activities and running of the 

university. They concluded that university regulations and national laws under all 

circumstances, should take precedence over any other considerations and guide activities of 

the institutions of higher learning.   

These conflict resolution mechanisms have been effective

Strongly Agree (16) Agree (7) Disagree (4) Strongly disagree (3)
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6. Conclusion  

Conflicts are inevitably part of human existence, plaguing societies in various forms and 

dynamics (Benson, 2022). Institutions of higher learning like any other organization across 

the globe, have had their fair share of this menace. There is no gain saying the fact that the 

occurrence of conflicts/disputes in Ghanaian Public Universities over the years, have been 

nothing but phenomenal, coming in their varied degrees and shapes. Some of these conflicts 

have occasionally turned violent, amounting to loss of lives, the destruction of public 

property and disruption of academic calendars, inter alia. The University of Education, 

Winneba; a onetime peaceful institution of higher learning in Ghana, has in the past few years 

been befuddled with conflicts-- mainly resulting from ‘power tussle’, arbitral dismissal and 

alleged victimization of Senior and Junior Members and mistrust among staff and students. 

The impact of these conflicts on all spheres of the institution as an organization, has been 

massive, dinting its international image to some extent.  

To that end, there has been the need to reverse the current situation back to the status quo, 

firstly through the adoption of appropriate conflict resolution strategies, and secondly by 

resorting to new worldview principles that enable the sound management of campus 

conflicts. The needful but costly processes have so far produced the needed results, and once 

more the university is on the firm path to peaceful restoration. This testimony having given 

credence to the effectiveness of the conflict resolution strategies so far adopted by the 

institution, and also characteristic of its sister institutions in Ghana. The lessons of the 

University of Education, Winneba; are worth recommending at this point in time as countless 

institutions of higher learning at the global level, are befuddled with several unending 

conflicts with no clear clue to their resolution (Watson, Karan, & Staley, 2017). 

  

7. Recommendations     

Against the backdrop of the study, the researchers have come up with the following 

recommendations:  

(a) Call for a worldwide trend for institutions of higher learning (universities) to become 

corporate in outlook and practice, with world view principles that include good 

communication skills where active listening is practiced, respect and tolerance for 

diversity and empowering processes are embraced. 

(b) It is needful and urgent that ‘peace education’ as a component of peace and conflict 

studies, be incorporated into the curriculum of tertiary education in Ghana, in line 

with the assertion of Benson (2022) that, it is much better never to start a conflict than 

using the most potent measure to resolve a conflict. Indeed, peace education, is one 

surest means by which, conflicts are prevented from coming into existence in the first 

place. 
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(c) Efforts be made to enhance effective communication and interpersonal relations at all 

levels of the institutions of higher learning, as well, students and subordinates should 

be involved in decision-making as this would contribute towards the achievement of 

harmony, progress and integrity.  

(d) Well-tested conflict management mechanisms such as integrative styles that bring 

conflicting parties together for conflict resolution, should be applied in mitigating and 

managing conflicts in institutions of higher learning.  

(e) Conflicting parties should always be guided by the high costs and risks of continuing 

conflicts, as such, should keep reconciliation and conflict resolution (using 

participation and dialogue) in mind, as a better alternative.  

(f) Motivation of staffs and students by management through the provision of incentives 

and rewards, satisfying work and opportunities for promotion, learning, higher pay, 

participative management and growth will go a long way to preventing institutional 

conflicts. (Bampoh-Addo & Abedi-Boafo, 2014).      
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