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Abstract 

The purpose of this grounded theory study was to understand how teachers and school 

leaders perceive the practice of leader humility in managing conflict within a K—12 

public school district in New Mexico. The aim was to create an evidence-based solution 

for identifying how leader humility could be practiced in situations requiring conflict 

management in a K—12 public school setting. Using a grounded theory approach, the 

study examined the perceptions of 15 volunteer participants who identified as either 

teachers or school leaders. As defined by the current research study, teachers and school 

leaders practice humility every day through empowering students and staff to see their 

strengths and weaknesses through their constant pursuit of excellence in education. 

Through the practice of modeling positive reinforcement behaviors and embracing the 

imperfections of being a leader, the findings within the current research study 

demonstrated that leader humility was vital to conflict management. The findings also 

demonstrated a new theoretical framework and evidence-based recommendation for how 

to enhance leader humility in conflict management situations in a public K—12 school 

setting.  

Keywords: leader humility, conflict management, public education 

 

 

  



	 iv

Dedication 

This paper is dedicated to Cohort 23…The Fighting 23! I have developed great 

admiration for those who have and will finish this rigorous doctoral program. We went 

through a lot together. We developed new thoughts and opinions of the world around us 

but more importantly we discovered the value of friendship. May God bless you all as 

you finish the race, and remember, it is not who finishes first or last but that you finished 

and accomplished what very few could even start.    

 

 

 

 

 

 

 

 

 

 

 

 

  



	 v

Acknowledgments 

Thank you to my committee chair, Dr. Rob Koonce, for your generous support and for 

keeping me humbled through this process. I cannot count on my two hands how many 

times you were right and I was wrong. Thank you to Dr. Jennifer Moss-Breen for being 

on my committee and for unknowingly providing me the idea for this paper. It was 

because of you I was inspired to look at the world of leadership through the power of 

humility. To my friends near and far, what can I say, it was a great ride full of memories 

and friendships that one could have never expected. To my good friend and, in my 

humbled opinion, the one with the greatest perseverance through this program, Melissa 

Maskery. You went through a lot during the program and little did you know that you 

inspired me to never give up no matter the many failures you and I experienced together. 

You made a difference in my life and I will always be indebted to your friendship! To my 

mom and dad, this is for you, 21 years later your son has accomplished a dream that 

today is now reality. The road wasn’t perfect but the memories and triumph will last a 

lifetime! And lastly, I want to thank my Lord and Savior Jesus Christ. Through him all 

things are possible. Though I question your timing, I know that there was and still is a 

place for me to make a difference in this world. 

 

 

  



	 vi

Table of Contents 

    Page 

Abstract .............................................................................................................................. iii 

Dedication .......................................................................................................................... iv 

Acknowledgments................................................................................................................v 

Table of Contents ............................................................................................................... vi 

List of Tables ..................................................................................................................... xi 

List of Figures ................................................................................................................... xii 

CHAPTER ONE: INTRODUCTION ..................................................................................1 

Introduction and Background ..............................................................................................1 

Statement of the Problem .....................................................................................................2 

Purpose of the Study ............................................................................................................3 

Research Question ...............................................................................................................4 

Aim of the Study ..................................................................................................................4 

Methodology Overview .......................................................................................................4 

Definition of Relevant Terms ..............................................................................................5 

Assumptions .........................................................................................................................6 

Delimitations and Limitations..............................................................................................6 

Leader’s Role and Responsibility in Relation to the Problem .............................................7 

Significance of the Study .....................................................................................................9 

Summary ............................................................................................................................10 

CHAPTER TWO: LITERATURE REVIEW ....................................................................12 

Introduction ........................................................................................................................12 



	 vii

Leader Humility .................................................................................................................12 

Differing Viewpoints .............................................................................................13 

Practitioner Lens ....................................................................................................13 

Theoretical Lens.....................................................................................................14 

Humility: Transforming Organizational Behavior.............................................................17 

Political Skill ..........................................................................................................18 

Trusting Relationships ...........................................................................................19 

Conflict Management .........................................................................................................20 

Leadership Effectiveness .......................................................................................23 

Developing Positive Behavior ...............................................................................24 

K—12 Public School Leadership.......................................................................................25 

Cultural Awareness ................................................................................................27 

Emotional Awareness ............................................................................................28 

Summary ............................................................................................................................31 

CHAPTER THREE: METHODOLOGY ..........................................................................33 

Introduction ........................................................................................................................33 

Research Question .............................................................................................................33 

Research Design .................................................................................................................33 

Participants’ .......................................................................................................................34 

Data Collection Tools ........................................................................................................35 

Data Collection Procedures ................................................................................................37 

Data Analysis Procedures ..................................................................................................39 

 



	 viii

Ethical Considerations .......................................................................................................40 

Summary ............................................................................................................................41 

CHAPTER FOUR: FINDINGS .........................................................................................43 

Introduction ........................................................................................................................43 

Presentation of the Findings...............................................................................................43 

Perceptions of Leader Humility .........................................................................................45 

   Themes and Categories ...................................................................................................48 

   Theme One: Modeling Behavior ....................................................................................50 

               Integrity through role modeling ..........................................................................52 

               Different approaches to different situations ........................................................54 

               Engaging in conflict ............................................................................................56 

   Theme Two: Embracing Imperfection ............................................................................58 

                Collective Problem Solving ...............................................................................60 

                Own it.................................................................................................................62 

                Desire to Better Oneself .....................................................................................64 

Analysis and Synthesis of Findings ...................................................................................66 

Final Conceptual Model .....................................................................................................67 

Summary ............................................................................................................................69 

CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS ..............................71 

Introduction ........................................................................................................................71 

Purpose of the Study ..........................................................................................................71 

Aim of the Study ................................................................................................................72 

Proposed Solution ..............................................................................................................72 



	 ix

Support for the Solution .....................................................................................................74 

 Conflict coach for inspiration and guidance .........................................................75  

 Reflective Sessions ...............................................................................................77  

 Builder Workshops ...............................................................................................78 

Factors and Stakeholders Related to the Solution ..............................................................80 

Policies influencing the proposed solution ............................................................82 

Potential barriers and obstacles to proposed solution ............................................82 

Financial/Budget issues related to proposed solution ............................................83 

Legal issues related to proposed solution ..............................................................83 

Implementation of the Proposed Solution ..........................................................................83 

Factors and Stakeholders Related to the Implementation of the Solution .............85 

Leader’s role in implementing proposed solution .................................................86 

Building support for the proposed solution ...........................................................86 

External implications for the organization .............................................................88 

Evaluation and Timeline for Implementation and Assessment .........................................88 

Implications........................................................................................................................89 

Practical Implications.............................................................................................89 

Implications for Future Research ...........................................................................89 

     Quantitative study .............................................................................................90 

     Ethnicity and race .............................................................................................90 

     Focus on one particular conflict situation .........................................................91 

Implications for Leadership Theory and Practice ..................................................91 

Summary of the Study .......................................................................................................92 



	 x

References ..........................................................................................................................95 

Appendices .......................................................................................................................106



	 xi

List of Tables 

        Page 

Table 1. Correlation Between Leadership Styles and Conflict Management Styles .........29 

Table 2. Participant Data....................................................................................................43 

Table 3. Leader Humility in Conflict Management ...........................................................44 

Table 4. Characteristics in Conflict Management. .............................................................45 

Table 5. Themes and Categories. .......................................................................................50 

Table 6. Conflict Learning Experiences. ...........................................................................80 



	 xii

List of Figures 

          Page 

Figure 1. Predictors and Outcomes of Humility ................................................................15 

Figure 2. Two Themes Empowering Leader Humility ......................................................49 

Figure 3. Category Relationships to Modeling Behavior ..................................................53 

Figure 4. Category Relationships to Embracing Imperfection ..........................................61 

Figure 5. Final Conceptual Model .....................................................................................68 

Figure 6. Leadership Academy for Conflict Management ................................................74 

Figure 7. Leadership Academy for Conflict Management Stakeholders ...........................81 

Figure 8. Implementation of Proposed Solution ................................................................85 

Figure 9. Communication Strategy ....................................................................................88 

 
  

 

 



Running head:  PERCEPTIONS OF LEADER HUMILITY                                               1	

CHAPTER ONE: INTRODUCTION 

Introduction and Background 

 Conflict is inevitable and perfectly normal when different individuals from 

various backgrounds come together for purposeful decision-making or to share ideas and 

opinions with one another. How a leader handles conflict is one of the factors that 

determine leadership and organizational effectiveness (Tjosvold, 2007). Conflict 

resolution, team performance, and organizational behavior have been previously studied 

in the context of leadership; however, research in the practice of leader humility has 

varying views on formation and constructs to the outcomes of conflict management. This 

study focused on leader humility and its impact on conflict management in the K—12 

public school environment. 

Within the K—12 academia environment three types of conflict occur: (a) inter-

faculty conflict (Krebs, 2015); (b) conflict between faculty and administration (Hanks, 

2013); and (c) conflict between faculty and community stakeholders; (e.g., parents, 

businesses, and concerned citizens) (Nathan, 2015). Learning how to negotiate and 

mitigate disputes between these individuals is a core task of school leaders (Feltner & 

Goodsell, 1972). Within these disputes, educational leaders must demonstrate 

interpersonal political skills, develop trusting relationships, and build an organizational 

identity that respects and acknowledges, through open communication, the many 

stakeholders within the educational environment. 

 The practice of leader humility offers an opportunity to stimulate cooperative 

behavior through the empowerment of the individual to express and understand the many 

cultures within the academic institution. Leaders promote humility by de-emphasizing 
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individual status within the organization and the significance of one’s hierarchical 

position as a leader relative to that of subordinates (Eragula, 2015). Additionally, leader 

humility focuses on the interest of others, encourage organizational members to be 

concerned with the welfare of the organization, and develops tenacity in executing moral 

and ethical decisions (Chan, McBey, & Scott-Ladd, 2010). 

Statement of the Problem 

Strategies for successfully managing conflict are crucial for learning to minimize 

the impacts of conflict (Gibson & McDaniel, 2010). Gibson and McDaniel state that the 

effectiveness of conflict management depends on a leader’s ability to understand the 

cultural orientation that shapes an organization. A “one size fits all” approach to conflict 

management can be problematic due to the many cultural misunderstandings and 

limitations within organizational environments. 

 According to Gergen, Rego, and Wright (2014), teachers in public education want 

both compassion and passion in leaders. Gergen et al. suggest that there needs to be a 

more significant focus in leadership programs for developing a framework which focuses 

on problem-solving, divergent thinking, and understanding. Humility helps leaders to 

become modest, tentative, and fearless to not only be better problem-solvers but also to 

overcome conflict situations within educational environments (Bowman, 2005). Through 

the practice of humility, a leader can build meaningful relationships and develop positive 

collaboration with teachers, students, parents, and community members (Gergen et al., 

2014).  

By understanding how teachers and school leaders manage conflict in a K—12 

public school environment, we learn how perceptions of leader humility can contribute to 
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the study of conflict management outcome. The current research study could be used to 

develop a framework for better preparing teachers and school leaders in public education 

on the power of humility in conflict management. Furthermore, professional development 

that emphasized leader humility within this public education environment could be used 

to cultivate compassion, establish empathy, and a willingness to act in a manner that puts 

others’ feelings first (Boyatzis, Smith, & Blaize, 2006).   

Purpose of the Study 

The purpose of this grounded theory study was to understand how teachers and 

school leaders perceive the practice of leader humility in managing conflict within a K—

12 public school district in New Mexico. Due to the numerous conflicts that arise 

between various stakeholders (e.g., parents, students, staff) which, in turn, can affect the 

emotions and well-being of teachers and school leaders within the K—12 environment, 

the K—12 public school institution was the target for this study. For the purpose of this 

study, the definition of leader humility was to demonstrate a low status of one’s 

importance (Eragula, 2015), in a state of conflict management (Kellenberger, 2010). 

Conflict management within this study was defined as the practice to handle conflicts 

sensibly, fairly, and efficiently (Collins, 2001). This qualitative study interviewed 

teachers and school leaders based on a grounded theory design to identify emerging 

categories and develop a substantive theory from those findings. Using grounded theory 

for the chosen methodology provided rich data to develop an in-depth understanding of 

participants’ experiences and to advance theory in the area of leadership knowledge 

relevant to leader humility in the context of conflict management (Creswell, 2013). 
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Research Question 

 The meaning of humility allows for different expressions in different contexts 

(Kellenberger, 2010). For the sake of the current study, teacher and school leader 

humility were evaluated based on each participant’s ability to empower individuals, 

embrace cultural differences, and encourage one another to make morally aware 

decisions for the greater welfare of the organization (Chan et al., 2010). The research 

question for this study provided structure to the meaning of the problem of leadership and 

conflict management. The following research question guided this qualitative study:  

How do teachers and school leaders perceive the practice of leader humility in 

managing conflict within a K—12 public school district?  

Aim of the Study 

The aim of this study was to create an evidence-based solution for identifying 

how leader humility could be practiced in situations requiring conflict management in a 

K—12 public school setting. The evidence-based recommendations set forth a 

programmatic framework for leadership training that can be used for demonstrating the 

importance of leader humility in conflict management. 

Methodology Overview 

 The current research study sought to understand the participant's world through 

their experiences with conflict management in K—12 public education. Therefore, the 

study applied the constructivist worldview of grounded theory and searched for an 

understanding of perceptions from teachers and school leaders who have practiced or 

would practice, leader humility in a K—12 public school organization (Creswell, 2013). 

Charmaz (2014) stated that applying the use of a constructivist grounded theory allows 
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participants to construct meanings and actions to specific situations. In the current study, 

that situation was conflict management. Additionally, through the construction of 

meanings and actions within the interview process, the current research study used 

coding and categorization of the data to develop new themes for increasing the analytical 

power of the study’s findings (Strauss & Corbin, 1998). 

The research used an open-ended interview protocol with teachers and school 

leaders within the organization. Interviews were conducted in a K–12 public school 

district in the state of New Mexico. The interview process evaluated how teachers and 

school leaders perceived the organization’s conflict management practices. Each 

independent interview took approximately 45-55 minutes. The research used random 

sampling by first identifying teachers and leaders within the public school organization, 

obtaining permission from that sample to interview for this study, and then sampled 

participants until saturation was met (Charmaz, 2014). Saturation was met when data 

collection ceased to emerge any new codes or categories from this study (Charmaz, 

2014). Saturation was important for providing evidence of the proposed themes that 

emerged. To demonstrate the unique characteristics of the themes that emerged, 

visualizations were created to link major categories to support those themes. 

Definition of Relevant Terms 

 The following terms were used operationally within the current research study: 

 Conflict management: The “practice of identifying and handling conflicts 

sensibly, fairly, and efficiently” (Collins, 2001, p. 70). Moreover, it is the ability to 

incorporate emotional intelligence into the affairs of public school conflicts (Kiel, 

Bezboruah, & Oyun, 2009). 
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 Humility: To “demonstrate a low status of the importance of one’s self, and an 

attitude or quality of mind of his or her importance” (Eragula, 2015, p. 787). This refers 

to avoiding the temptation of one’s preoccupation with one’s entitlements in a temporary 

state at a particular time (Kellenberger, 2010). 

 Leader: An individual who creates lasting relationships, initiates dialogue, and 

does not break down under the duress of conflict (DePree, 2004).  

 Primary school teacher: An individual who teaches at grade levels between 

kindergarten and sixth grade. 

 Secondary school teacher: An individual who teaches at grade levels between 

seventh grade and twelfth grade. 

 Public school institution: A designated territory of schools and administrative 

buildings within a geographical location. 

Assumptions 

 A key assumption for the current study was the participants answered the 

interview questions with honesty and integrity of the profession.  

Delimitations and Limitations 

Delimitations 

 There are a few factors that were delimitations for this study. First, the study was 

conducted in a rural school district in the state of New Mexico and in a county that has 

one of the highest concentrations of millionaires in the nation (Oswald, 2015). Given the 

Hispanic majority of New Mexico’s population, the Caucasian majority of the rural 

school district represented in the current research study was unusual (Bird, Lee, & Lopez, 

2013). Additionally, the research was conducted during a time where public school 
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funding remains 11.7% below spending levels before the recession of 2008, preventing 

leadership within public schools from providing proper classroom resources (Nott, 2017). 

Economic crises like these can have a transference effect causing a redirection of feelings 

for an individual to look at conflict situations positively (Hauserman & Stick, 2013); so 

unflattering perceptions of the community, parents, and staff could stem from factors 

outside the organization’s control.   

Limitations  

 According to Creswell (2013), qualitative research only offers the ability to 

postulate on the study’s findings. Relative to this study, the research merely explored and 

made observations based on the information provided by individuals who chose to 

participate in this study. Moreover, the research involved a unique set of participants 

from a single education setting that may have passed on their own biases and prejudices 

that may not be relevant in other school settings. Furthermore, Creswell states that 

although themes are established from converging sources of data, in this case, 

observations and field notes, it is only as good as the interpretation of language within the 

reported findings.  

Leader’s Role and Responsibility in Relation to the Problem  

Leaders are often forced to make difficult decisions with “little to no guidance, 

incomplete information, and few resources to make a fully-informed decision” (Lowney, 

2005, p. 108). A leaders’ ability to establish direction and vision, as well as to motivate 

individuals to follow them, is not a natural process. Sande (2004) discussed how conflicts 

are natural and beneficial for growth in leadership. When handled correctly, conflict can 

increase knowledge of people’s cultural surroundings (Lindner, 2008) and promote a 
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climate of social support and understanding (Hoch, 2012). Moreover, it can promote 

change and encourage creativity that increases performance (Somech, Desivilya, & 

Lidogoster, 2009). Leaders and followers discussing their views openly and 

constructively can improve in-group work performance, raise the quality of work output, 

and make tangible gains in relationship building (Tjosvold, 2007).  

 Jo and Shim’s (2005) study, delves into how open communication and building 

trusting relationships between leaders and followers can generate positive experiences 

when dealing with conflict management. The open communication of these leaders to 

demonstrate the importance of humility in the context of conflict management can build a 

positive organizational identity (Verbos, Gerard, Forshey, Harding, & Miller, 2007). 

When a leader understands that he or she does not have all the answers and acknowledges 

the importance of communication and relationship building, he or she, as a leader, will 

see the value of conflict management as an opportunity for continuous improvement and 

ethical conduct (Caldwell, Dixon, Atkins, & Dowdell, 2011).  

These positive outcomes of conflict management provide opportunities to 

demonstrate to outside stakeholders the positive climate that can be built through the 

practice of leader humility. Conflict management paired with leader humility has an 

opportunity to develop the organization into a positive and self-awareness culture. 

Through this cascading effect, leaders build the foundation of an organization to mirror 

their leadership style (Mackenzie & Marnik, 2008). Followers will then recognize the 

importance of humility within conflict management and use it as a model at every level 

of conflict that they experience (Stephens, 2016).  
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 Gawerc (2013) took it one step further and discussed how integrative ideas, 

including social, political, and economic ideas, play a vital role in managing conflict. The 

current research study evaluated whether the school leaders and teachers, who are leaders 

in the classroom, have such integrative notions. If so, how did it affect a leader’s ability 

to handle conflict management? The current research study provided an opportunity to 

gain further understanding of leader humility and its outcomes to conflict management. 

Additionally, the study presented an opportunity to engage in and reflect on the purpose 

of leadership within the framework of conflict management. 

Significance of the Study 

 The current research study provided an opportunity to not only evaluate leader 

humility but also demonstrate the importance of humility when working in conflict 

management. The study’s results demonstrated the importance of leader humility and 

suggested the need for a K–12 public school organization to look beyond a resume and to 

look more into an individual’s ability to manage conflict. Additionally, the study 

recommends that school districts reevaluate their leadership training programs to have 

intervention programs focusing on humility and conflict management. The outcomes of 

the current research study provide opportunities for improvement for school districts to 

evaluate their hiring for leadership positions to focus more on leadership characteristics 

than on performance outcomes from previous employment.  

 Linking leader humility and conflict management is also important to consider. 

Collins (2001) and Eragula (2015) discussed in detail different forms of leadership. 

Neither researcher linked leader humility with conflict management. Additionally, Rahim 

and Bonoma (1979) and Jo and Shim (2005) analyzed how leadership can improve 
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communication and trusting relationships within an organization in the face of conflict 

management. However, neither Rahim and Bonoma nor Jo and Shim address leader 

characteristics that pertain to the effectiveness of conflict management. Therefore, the 

current research study advanced on the connection between leader humility and the 

outcomes of conflict management within a public school. This knowledge provided 

critical insight on creating a new framework and evidence-based recommendations for 

enhancing humility within the education organization. 

Summary 

 The purpose of the current research study was to evaluate the connection between 

leader humility and conflict management outcomes. In light of New Mexico’s current 

economic situation, and most recently West Virginia’s educational funding dilemma 

(Jamieson, 2018), many school districts are experiencing budget constraints that are 

having a transference affect between teachers, parents, staff, and school leaders that are 

ineffective for the educational environment as a whole (Oxford, 2017). How public 

school leaders manage conflict can determine the positive or negative emotions that 

outside stakeholders perceive to be happening. 

The current research study searched for the answer to the following research 

question: How do teachers and school leaders perceive the practice of leader humility in 

managing conflict within a K—12 public school district? Applying a grounded theory 

design, the study interviewed participants within the organization to determine how 

teachers and school leaders manage conflict. The themes and codes developed from this 

qualitative analysis will be used to more closely examine the phenomenon of conflict 

management in the context of leader humility. 
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 The current research study contributed to the study of both humility and conflict 

management by enhancing our understanding of conflict within a public school 

institution. Although there are limitations and delimitations within the study, the 

outcomes of the current research study provided a baseline for further research on leader 

humility and conflict management in many other organizations, most importantly, in 

organizations that rely on the development of students and building positive relationships 

with parents and community members. 
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CHAPTER TWO: LITERATURE REVIEW 

Introduction  

 In this section, existing literature on leader humility and multiple attributes that 

define leader humility will be reviewed. Secondly, the phenomenon of how humility 

transforms organizational behavior will also be reviewed. Third, this section will explore 

what conflict management is and why it is important to discuss and evaluate within a K—

12 public school organization. Fourth, the importance of public school leadership and the 

management of conflict among the various stakeholders with whom public school 

organizations face in everyday interactions will be examined. The following questions 

will also be addressed: What is humility? Why is humility essential to organizational 

leadership?  

Leader Humility 

 What makes leader humility an exciting and challenging topic is its seeming 

dichotomy with many of the more traditional “leadership” characteristics associated with 

strong leaders such as achievement drive, professional will, the pursuit of perfection, and 

passion for achievement (Hoekstra, Bell, & Peterson, 2008). The world today embraces a 

bold and charismatic leadership that is believed to be attributed to organizational 

performance (Fanelli, Misangyi, & Tosi, 2009). This charisma, in turn, develops a form 

of god-like imagery, developed by journalists who use language to empower and 

embolden these leaders into celebrities of business wisdom (Fanelli et al., 2009). These 

leaders are often portrayed as those who have earned millions and who lead Fortune 500 

companies. Leaders may even be seen through a lens of showmanship with society 

evaluating them based on social status, charisma, and materialistic possessions.  
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Differing Viewpoints 

 A discussion of leader humility entails broaching two different viewpoints: a 

practitioner viewpoint and a theoretical viewpoint. Collins (2001) and Owens and 

Hekman (2016) provide a practitioner lens on modeling leader humility that shapes 

organizational performance. Morris, Brotheridge, and Urbanski (2005) provide a 

theoretical lens on the importance of humility and why it should be considered when 

creating a culture of moral leadership. Both provide substance to the proposed theory on 

why leader humility provides a combination of personal and professional will for forming 

positive organizational behavior. 

 Practitioner lens. Owens and Hekman (2016) research proposed that leader and 

collective humility fosters team performance that continually improves, advances, and 

accomplishes organizational goals. Owens and Hekman further state that when followers 

emulate a leader’s model of behavior, they can help the organization as a whole to 

overcome the comparative and competitive social lens that can lead to poor teamwork. 

This aligns with Collins (2001) work on Level 5 leadership in which he describes the 

development of greatness in leadership as a paradoxical combination of personal humility 

and professional will. When framed this way leader humility becomes a primary moral 

consideration (Hoekstra et al., 2008).  

Riggio, Zhu, Reina, and Maroosis (2010) stated that moral leaders have four 

virtues; prudence, temperance, fortitude, and justice (p. 239), and that these four virtues 

are the pillars of leader humility. Collins (2001) added to this, by highlighting five 

attributes that separate great leaders from good leaders: (a) modesty, (b) unwavering 

resolve, (c) standards that model positive behaviors, (d) ambition not for themselves, but 
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for the organization as a whole, and (e) the constant fortitude to better themselves as a 

leader. Thus, leaders have great influence in shaping team members and team culture 

through their social modeling behaviors (Owens & Hekman, 2016).  

 Hunter (2012) added to this argument, namely positing that leader humility results 

in not only better team performance, but greater work output and a decrease in injurious 

workplace behaviors. O’Leary (2006) mentioned that without humility and vulnerability, 

“the leader becomes vain and an insecure figure . . . Though successful in the short term, 

in the long term the leader loses his or her substance of character” (p. 85). These 

arguments correlate to Owens and Hekman (2016) research that when followers emulate 

leader behavior, a strategic orientation is created and firm performance can be greatly 

affected. 

 Early (2006) research stated that the organization’s leadership frames the 

personality of the organization. As evinced by the aforementioned studies, leader 

humility can transform the educational community into a compassionate organization that 

builds future leaders on the building block of humility. Through leader and collective 

humility we appreciate our strengths and weaknesses and become more teachable, which 

in turn, can shape the organization’s ability to reflect positive modeled values in action 

(Owens & Hekman, 2016). 

 Theoretical Lens. What is humility? Although there are many definitions of what 

humility can be, Morris et al. (2005) defined humility in leadership as self-awareness, 

openness, and transcendence. Leader humility recognizes an individual’s weaknesses and 

understands the importance of surrounding him or herself with those who balance such 

failings (Eragula, 2015). Additionally, not only does a leader recognize his or her 
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weaknesses but, is also willing to engage in accurate self-assessment and identify his or 

her faults and strengths (Krause, 2009). Leader humility exhibits respect to subordinates, 

inspires them to do their best, and promotes teamwork through constant encouragement 

and motivation (Eragula, 2015).  

 Morris et al. (2005) developed a theory of the predictors of individual behaviors 

and outcomes of humility. Figure 1 demonstrates this theory. Morris et al. postulated that 

the following have negative predictors to leader humility: (a) narcissism, (b) 

Machiavellianism, (c) low self-esteem, (d) defensively high self-esteem, and (e) low 

emotional awareness and management.  

Figure 1 

Predictors and Outcomes of Humility 

 

Figure 1. Morris et al. (2005). 

 On the other side of this argument, Morris et al. (2005) also proposed three 

leadership behaviors that are predicted by high levels of humility: (1) supportiveness of 

others within the organization, (2) socialized power that is used to influence 
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organizational success rather than personal success, and (3) participative decision making 

that includes delegation, encouragement, sharing information, and coaching. Similar to 

Collins (2001), Morris et al. argued that these three leadership behaviors are predictive of 

leader humility within Level 5 leadership.  

 Although the term leader humility may denote low self-regard or meekness (Hare, 

1996), Eragula (2015) built on Morris et al.’s (2005) theory and discussed the importance 

of confidence in leader humility. Though there was a fine line between confidence and 

arrogance, Eragula demonstrated that confidence and humility go hand in hand. 

Confidence is the quality of having the courage to be self-aware through accepting and 

acknowledging your weaknesses and acknowledging your subordinates strengths 

(Eragula, 2015). Through a constant self-reflection, and constant practice to understand 

the line between confidence and arrogance, leader humility develops a connection with 

humanity, a concern for people, and a cognitive sense of moral responsibility (Kalshoven, 

Den Hartog, & Hoogh, 2010).  

 Even in today’s dynamic business environments, humility brings a refreshing 

change to leadership that not only encourages and empowers individuals but also replaces 

pride with charity and compassion (McGroarty, 2006). It can demonstrate authority 

through charismatic principles that take a leader from good to great. Humility holds an 

“underappreciated positive political-ethical possibility” (Button, 2005, p. 849), which 

grants leaders an opportunity to demonstrate moral growth and positive political 

inclusion. Hare (1996) went further and stated that leader humility is an evaluation of 

attitude rather than an epistemic state. Knowing that all people are morally fallible 

provides an opportunity to overcome the soul and recognize the need to develop positive 
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organizational behavior through leader humility. Therefore, humility is not an inclination 

to compare oneself with others, but rather an attempt to compare oneself with the 

outcomes of the organization (Hare, 1996). 

Humility: Transforming Organizational Behavior 

 The emotional well-being of the organization begins with its leaders (Byrne, 

Barling, & Dupre, 2013). Although emotional intelligence develops the social awareness 

of the individual to build human relationships, humility promotes awareness of 

organizational behavior as a whole, and develops a shared vision among organizational 

leaders and enable stakeholders to act on leader’s emotional energies (Kramer, 2007). 

However, transforming organizational behavior does not exclusively refer to in-role job 

performance; it also refers to extra-role behaviors, political behaviors, and community 

participation, inside and outside the organization (Van Dyne, Graham, & Dienesch, 

1994). It is collective leadership by all employees that begins with the exemplification of 

an organization’s top leaders. In transforming organizational behavior that values 

humility, the leadership style should be woven into the fabric of the organization 

(Mackenzie & Marnik, 2008), and directly and indirectly cascade throughout the 

administrative hierarchy (Schaubroeck et al., 2012).  

 Transforming organizational behavior is even more relevant within an education 

environment which has a high degree of congruence between individuals and the 

organization in so far as; educational institutions are a people-developing-people type of 

organization (DiPaola & Hoy, 2005). Leader humility in education can develop positive 

organizational behavior through the continuous pursuit of ethical conduct (Caldwell et 

al., 2011), balancing the interests and feedback from all stakeholders within and outside 
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the organization (Oliver, Statler, & Roos, 2009), and investing in their employees to 

develop cultural norms of interests which emphasizes team collaboration inside and 

outside the organizational community (Euwema, Wendt, & Van Emmerik, 2007). This is 

a cognitive process by which followers align themselves with the social identities of the 

leader within the organization (Verbos et al., 2007). As described by Caldwell, Hayes, 

and Long (2010), there are two distinct ways for leaders to develop organizational 

behavior that values humility; building interpersonal political skill and developing 

trusting relationships. 

Political Skill 

 Contemporary academic institutions are complex systems with many 

stakeholders. There are parents, students, support staff, academic staff, community 

members, and community businesses that must all be considered within the academic 

institution. Each stakeholder has a role in the success of the outcomes within the 

educational environment. For example, community businesses provide work-study 

environments and contribute to the academic institution’s scholarship programs, extra-

curricular activities, and provide professional development opportunities for the 

organizational body.  

 The effects of political skill, relative to the complex system of stakeholders within 

K—12 public schools, can have a positive or negative association to political behavior 

within the organization (Treadway, Hochwarter, Kacmar, & Ferris, 2005). Treadway et 

al., research suggested that those who are politically skilled are more likely to effectively 

influence enhanced feelings of personal security and reduce internal conflict and 

emotional labor within the organization. Moreover, politically skilled individuals can 
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adjust their behavior, based on the situational demands, to be sincere, inspire trust, and 

influence the responses of others (Ferris et al., 2007).  

 Political skill should share space with social and emotional intelligence, self-

monitoring, and self-efficacy (Treadway et al., 2005). When looked at this way, political 

skill builds a calm sense of self-confidence that inspires the building of trusting 

relationships and promotes credibility among followers (Ferris et al., 2007). Having 

political skill within K—12 public school institutions creates virtuous political 

participation by various stakeholders. This, in turn, can have a positive impact on 

increasing social astuteness, interpersonal influence, networking ability, and the 

demonstration of genuine sincerity in conflict situations (Ferris et al., 2007). 

 Virtuous political participation by an organization’s leaders should reflect a 

healthy and balanced relationship between self-interested attitudes and what is good for 

the organization as a whole (Gotsis & Kortezi, 2010). One of the virtues discussed by 

Gotsis and Kortezi is humility. To build a political skill that values humility as a form of 

power, the leader of the organization should use humility to demonstrate shared power 

among all stakeholders. Gotsis and Kortezi go on to state that shared power provide 

inclusiveness, connectedness, and encompassing participation. Moreover, a political skill 

that demonstrates shared power develops coalition building that in turn can build lasting, 

trusting relationships (Ferris et al., 2007).    

Trusting Relationships 

 Leader humility has an opportunity to treat others as equals and build lasting 

relationships through role modeling, coaching, and instructing (Verbos et al., 2007). 

Carlopio (2002) adds that today’s leaders must resist the powerful temptations of self-
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interest and must be motivated by broader values and principles based on ethical 

establishments. Caldwell et al. (2010) state that ethical organizations that integrate leader 

humility into their daily routine would build lasting and trusting relationships with 

followers and colleagues inside and outside their organization. 

 To establish ethical establishments, Carlopio (2002) held that trustworthiness was 

a morally good commitment by an organization’s leaders. Building trust was based on the 

notion “that those who lead are truly authentic . . . And provide a level of leadership of 

‘how to’ when working with conflict within the organization” (Caldwell et al., 2010, p. 

509). This inspired leadership enhances follower commitment inside and outside an 

organization (Carlopio, 2002). Additionally, this form of stewardship guides subordinates 

toward a course of organizational behavior that enhances and enlarges the contribution of 

stakeholders (Caldwell et al., 2010).  

Pursuing trusting relationships in organizational behavior aligns with what 

Podsakoff (2000) calls the Helping Behavior Dimension (HBD). HBD is an important 

organizational behavior that Podsakoff states as the volunteering helping of others in 

work-related problems, such as conflict. Furthermore, pursuing trusting relationships has 

a peacemaking component that Organ (1990) defines as the actions that can help prevent, 

resolve, or mitigate interpersonal conflicts.   

Conflict Management 

 Thomas (1992) defines conflict as a process beginning with two or more 

individuals expressing their frustration and concern of a situation with the opposite party. 

Although some perceive conflict as something that should be avoided, research is 

suggesting otherwise. For many years, academic leaders have practiced two forms of 
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conflict management: authoritarianism and human-relations doctrine (Feltner & 

Goodsell, 1972). Proponents of the authoritarian view have held that conflicts should be 

settled at all possible (Feltner & Goodsell, 1972); in contrast, the human-relations 

doctrine suggested that conflict was damaging and should be averted.  

 Researchers suggest that neither approach is correct. Through the lens of the 

authoritarian, one sees the need to resolve the conflict. But as Rahim, Garrett, and 

Buntzman (1992) suggest, conflict resolution implies the reduction or elimination of 

conflict within the organization. Rahim et al. state that, without conflict, agencies may 

become stagnant and therefore managing conflict eliminates group think and values 

optimal organization effectiveness through open conversations that promote positive 

dialog. Feltner and Goodsell (1972) further postulate that conflict avoidance was even 

unhealthy for organizations. Emotional energy is wasted in trying to work around, avoid, 

or cover up conflict, that in-turn will only build-up further conflict later on that may be 

too difficult to overcome.  

 According to Tjosvold (2007), cooperative conflict can be constructive and can be 

measured by our ability to interpret issues, make informed decisions, and strengthen 

relationships among peers. Despite the belief that conflict is limited to task and rational 

issues (Feltner & Goodsell, 1972), Tjosvold (2007) suggested that an ability to have 

open-minded discussions of anger can be helpful in building relationships and developing 

an understanding of opposing views among two or more people. Managing conflict 

requires a lot of energy and leaders must be both emotional and rational in using 

deductive and inductive reasoning to develop their arguments (Tjosvold, 2007). 
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 Whether conflict management is good requires leadership balance, self-reflection, 

wisdom, willpower, and, most of all, empathy to understand another individual’s conflict 

problem (Frei, 1985). Thomas (1992) mentioned that leaders who excel at conflict 

management strike a balance between demonstrating when conflict is good and when it is 

a deterrent to the organization’s best interests. Moreover, applying wisdom in leadership 

helps assess the ethical use of conflict within the institution (Rahim et al., 1992). Wisdom 

helps leaders develop social and cognitive skills, and is accomplished by absorbing 

opposing views into one’s thinking and being open to changing positions within the 

conflict to better understand what the other person’s situation has endured (Tjosvold, 

2007).  

 Conflict that is not well-managed can wreak havoc on relationships, individuals, 

and organizations (Tjosvold, 2007). The evaluation of conflict management requires 

leaders to set priorities for various stakeholders. What appears to be harmful in the short 

run may turn out to be good in the long run, conversely, what seems to be a boon for the 

short run may be harmful in the long run (Rahim et al., 1992). Managing conflict is a 

challenging and invigorating journey. Developing a conflict-positive organization takes 

practice and balance. But, understanding the nature of conflict and the relationships that 

can be made through those conflicts is an awarding task that all leaders should embrace 

(Tjosvold, 2007).  

  Determining what leadership styles do best in conflict management entails a 

delicate balance. Leaders in all organizations should be aware that conflict is the interplay 

of emotions that are not static, how leaders live with these emotions and define them, are 

the beginning steps to developing positive behaviors to conflict management (Linder, 
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2008). The attributes of leader humility, though, suggest that this type of leadership is 

effective for public school administration that involves conflict between various 

stakeholders inside and outside of the organization. 

Leadership Effectiveness 

 Management role modeling, as defined by Jelinek and Ahearne (2006), is one of 

the greatest predictors of employee’s behaviors. When leaders devalue, discriminate, or 

breach the trust of their followers, this behavior will also be reflected in the organization 

(Pelletier & Bligh, 2007). Research on leadership effectiveness has shown that toxic 

leaders have adverse outcomes on employee’s behavior and conflict within the 

organization (Lipman-Blumen, 2005). Toxic leaders “drip” with the corrosive hypocrisy 

that prevents them from functioning effectively within and between organizational units 

(Pelletier & Bligh, 2007). Kets de Vries (1993) states that the fundamental concern of 

toxic leaders is safeguarding their organizational standing and influence, and those that 

interfere with these safeguards are not looked at as friendly foes, but rather combatants 

on a battlefield. 

 Many forms of leadership prevent the practice of effective conflict management. 

For example, organizations can have an arrogant leader who imposes his or her personal 

opinions and shuts down other individuals’ ideas (Eragula, 2015). Additionally, 

organizations can experience the competitive leader who is ineffective at meeting goals 

as a collective unit and takes credit for subordinates’ ideas and opinions (Somech et al., 

2009). According to Somech et al., these competitive leaders have a negative association 

with organizational performance and conflict management. 
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 Rahim et al. (1992) further describe these leadership styles as dominating figures 

who exploit others to compensate for their weaknesses to impose themselves as more 

intelligent or intellectual. Saeed, Almas, Anis-ul-Haq, and Niazi (2014) describe toxic 

leaders as the laissez-faire leader who adopts the avoiding style of conflict management 

to appease outside stakeholders. Rahim et al. goes further and states that laissez-faire 

leaders are avoiders and who reflect a low concern for others and lack of empathy. None 

of these leadership styles stimulate positive behaviors that are reflective of an 

organization that works cooperatively to achieve organizational goals and manages 

conflict effectively. 

Developing Positive Behavior 

 Podsakoff (2000) developed five essential components of developing positive 

behavior that can greatly impact the outcomes of conflict management. The first 

component is defined as altruism. Altruism captures behavior intentionally aimed at 

helping people in face-to-face situations, such as orienting new people or assisting in a 

conflict situation (Smith, Organ, & Near, 1983). The second component is courtesy. 

Courtesy is a way to touch base with others and inform them of actions that will affect 

them, such as conflict with work schedules or conflict between two or more individuals 

(Organ, 1990). That leads to the next component of interpersonal helping, which is the 

ability to assist co-workers with their duties when such help is needed (Moorman & 

Blakely, 1993).  

Developing these positive behaviors enhances organizational performance and 

“lubricate” the social machinery of the organization (Podsakoff, Ahearne, & MacKenzie, 

1997). As demonstrated by Podsakoff et al.’s (1997) study, there is a baseline of 
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importance in developing positive behaviors for the organization. An organization that 

continually emphasizes positive behaviors throughout the organization promotes behavior 

that offers a great opportunity to not only build trusting relationships, create interpersonal 

political skill, and improve employee performance, but also manage conflict with positive 

outcomes.  

Acknowledging the various stakeholders within the organization, leader humility 

has an opportunity to enhance positive outcomes to conflict management and build 

lasting relationships that will ease conflict from inside and outside the organization. 

Conflict management provides an opportunity for growth as an institution and for 

developing positive behaviors beyond the walls of a K—12 public school organization. 

Leaders who lead by example and are supportive and flexible in dealing with conflict, 

have an opportunity to develop positive behaviors that teachers in K—12 public schools 

are looking for (DiPaola & Hoy, 2005). 

K—12 Public School Leadership 

 Empowering leadership behaviors through encouragement, accountability, and 

skill-set development can improve organizational performance (Hough, 2011). A key to 

organization innovation arises from the development of shared leadership values (Hoch, 

2012). How, then, can leader humility be applied to public education? Hough (2011) 

explored superintendent humility; Hough discussed humility within the framework of 

student achievement, but she did not discuss how superintendents handle conflict within a 

public school setting using humility.  

 Rahim et al. (1992) pointed out that 20% of a manager’s time was spent on 

conflict management. Within the K—12 academia environment three types of conflict 
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occur: (a) inter-faculty conflict (Krebs, 2015); (b) conflict between faculty and 

administration (Hanks, 2013); and (c) conflict between faculty and community 

stakeholders; (e.g., parents, businesses, and concerned citizens) (Nathan, 2015). These 

disputes can be destructive and can lead to the termination of positive relationships and 

professional growth (Jensen-Campbell, Graziano, & Hair, 1996). It is vital for leaders 

within schools to put a positive spin on the conflict to encourage the positive 

development of leadership within the organization. 

 Given the growing demands for a stronger and more educated workforce within 

the United States, education is in need of strong leadership capable of improving 

educational practice (Goldberg, 2001). People not only need the training to develop 

intellectually but also emotionally. The tremendous pressure under which school districts 

perform does not mean that leadership should arrogantly impose an impassioned will 

upon staff and students (Yanow & Willmott, 1999). Instead, school leadership should 

focus on leader humility that is social in perspective.  

 The social perspective is relevant for a few reasons. First, there is a crisis of 

confidence and trust in many organizations to include public agencies for which 

transparency seems to be lacking (Karakas & Sarigollu, 2013). Second, teachers are 

looking for leaders who build unique strengths in others and unlock the potential of the 

organization to energize and unite teamwork (Bowman, 2005). Furthermore, the 

academic institutions’ performance and environment are contagious of the leader’s 

positive or negative emotions (Culham & Bai, 2011). Lastly, staff and teachers need 

leaders who want to work collaboratively and increase the level of personal and school 

support (Hauserman & Stick, 2013). Acknowledging the social perspective of leader 
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humility will build social capital through the development of cultural and social 

awareness (Zembylas, 2007).  

Cultural Awareness 

 In the context of the current research study, leader humility will be examined 

within a public school district in northern New Mexico. New Mexico is considered a 

“majority-minority” state, for more than half of its residents are considered Hispanic and 

Native American (Bird et al., 2013). The specific school district examined in the 

proposed study is considered outside the norms of population representation for the State 

of New Mexico. A majority of the school’s students and staff are Caucasian, although 

Hispanic and Native American students, staff, and administrators are also represented. 

This study provides an opportunity to examine leader humility from multiple cultural 

viewpoints.  

 Bird et al. (2013) discussed the implication of school leadership through the lens 

of Native Americans. The authors analyzed and contextualized the culturally based 

definition of leadership through the view of minority individuals. Although humility is 

not discussed, their research addressed the misperceptions and marginalized voices that 

Native Americans have as leaders within the public school organization. These problems 

are noted with Hispanic teachers and students as well (D. Delgado, personal 

communication, March 20, 2017).  

 Understanding humility within this public school district will provide an 

opportunity to evaluate and discuss the different viewpoints of not only leader humility 

but also conflict management. Knowing how various groups of individuals see leadership 

and conflict management provides a unique perspective on the role and definition of 
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leader humility. Additionally, leader humility can develop empathy, an understanding of 

others’ feelings, and willingness to respond to those feelings (Boyatzis et al., 2006). 

Moreover, Collins (2001) argued that for a Level 5 leader to be successful there must be a 

culture of discipline that respects multiple viewpoints. Understanding and appreciating 

those differences will shed light on the importance of discipline within leader humility 

and training that embraces new organizational thought on managing conflict within a 

public school district.  

 Understanding leader humility among many different cultures provides an 

opportunity to develop an emotional awareness of the many conflicts that academic 

institutions encounter every day. With emotional information, leaders can display 

empathy, social awareness, and develop collaboration to address issues and solve 

problems (Moore, 2009). Mayer and Cobb (2000) took this argument further suggesting 

that the strongest predictor of student achievement and staff job performance is the 

emotional well-being of the organization. It can enhance communication and regulate 

behavior suitable for positive educational outcomes (Lanciano & Curci, 2014). 

Furthermore, leader humility has an opportunity to increase the effectiveness and 

accuracy of sensitive information processing in constraining situations, such as conflict, 

more efficiently and accurately (Salovey & Grewal, 2005). 

Emotional Awareness 

 Leaders within a public school organization, need emotional awareness in all 

aspects of their duties. Whether working with the community, staff, students, or parents, 

there is a need for leaders to be aware of their emotions, especially in moments of 

conflict (Hough, 2011). Leaders who practice emotional awareness are better at self-
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assessment and less likely to engage in jealousy or unhealthy competition behaviors 

(Hough, 2011). That said, Limbare (2012) demonstrated in his research that there is more 

to leadership than guiding and designing principles of behavior.  

 Limbare’s (2012) study suggested that there are eight leadership styles and eight 

approaches to conflict management. Table 1 contains the mean score of the type of 

leadership styles that followers preferred and the Pearson correlation coefficient score of 

conflict management styles that leaders exhibited. 

Table 1  
 
Correlation Between Leadership Styles and Conflict Management Styles 
 

 Conflict Management Styles  
Leadership 
Styles 

Mean 
Score 

Resg Wed App Def Conft Arbt Comp Negt 

Deserter 4.94 .00 .14 -.16 .07 .01 .08 -.14 -.10 
Missionary 8.79 .30 .25 -.07 .31 .28 .14 .16 .15 
Autocrat 5.01 .11 .23 .35 .29 .04 -.05 -.17 .00 
Compromise 6.40 .15 .13 -.08 -.06 -.18 .01 -.01 .21 
Bureaucrat 7.66 .06 -.01 -.22 -.02 .01 -.03 -.14 .00 
Developer 7.82 .25 -.13 .27 .22 -.12 .05 .14 -.20 
Benevolent 7.76 -.10 -.12 .20 -.06 -.04 -.16 .11 .04 
Executive 7.64 -.17 -.33 .32 -.29 .00 -.13 .12 -.02 
Note:	Definite	correlation	r	>	+	.21	to	+.40;	Limbare	(2012)	
	
Resg	=	resignation;	Wed	=	withdrawal;	App	=	appeasement;	Def	=	defusion;	
		
Conft	=	confrontation;	Compr	=	compromise;	Negt	=	negotiation.	
 

 Using the data, Limbare (2012) concluded that there are two leadership styles that 

followers prefer: missionary and developer. Limbare described missionary leadership 

style as primarily interested in harmony and developer leadership style as concerned with 

developing individuals. Both require emotional awareness of those around them. 

According to this study, neither of these leadership styles were good at conflict 
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management. Limbare’s data revealed that missionary leadership correlated to 

resignation, the ability to avoid, and defusion, defined as the ability to buy time for 

dealing with the conflict. Furthermore, the developer leadership style had a high 

correlation score to appeasement; this is the ability to strike a balance and agreement 

between two or more parties (Limbare, 2012). Although having appeasement as a conflict 

management style is good, the developer leadership style also coincides with resignation 

and defusion. Neither of these methods of leadership corresponds to managing conflict 

well. 

 Although the study discovered that missionary and developer were the preferred 

leadership styles, Limbare (2012) highlighted one crucial finding: the executive 

leadership style. This leadership style is defined as having good motivation skills through 

high standards, treatment of everyone differently based on their personality and culture, 

and preference for team management. The executive leadership style was not the most 

preferred style of leadership but exhibited a high positive correlation with appeasement 

and high negative correlation with withdrawal. Therefore, according to this study, the 

executive leadership style is a positive approach to conflict management and uses 

appeasement as the endorsed method of managing conflict.  

 Applying Limbare’s study to the research done by Owens and Hekman (2016) 

further reveals correlation and common ground that leader humility was essential to 

managing conflict as it can model behavior that minimizes competitive behavior and 

increase cooperative behavior. Taking into consideration the combination of humility, 

professional will, and appeasement style to conflict management, this literature review 

has demonstrated that leader humility has the potential for producing positive outcomes 
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to conflict management within a public school organization. Although Limbare indicated 

that many leadership types have the potential for humility, only the executive leadership 

style demonstrated in multiple studies to have a direct correlation with positive conflict 

management.   

Summary 

 This literature review discussed the implications of leader humility within the 

framework of conflict management. In understanding leader humility and why 

management in conflict is good for organizations, this literature review demonstrated that 

conflict could be beneficial to public school leadership. Leaders within the school district 

recognize that conflict can come from multiple directions; (e.g., conflict with staff, 

students, parents, and administration). Developing confidence in the practice of leader 

humility can help public school leadership better prepare for future conflicts. 

 Moreover, the literature review went further and highlighted the demand for 

strong leaders capable of improving educational practice in both instruction and 

emotional development; and noted that it is imperative to arrive at an understanding of 

the implications of humility and conflict management. Knowing when to mitigate and 

manage conflict means distinguishing between good and bad conflict, which further 

entails leadership balance, reflection, wisdom, and most of all courage. Therefore, the 

practice of humility in leadership is based on the social aspect of human development and 

improving the possibilities for positive outcomes within conflict management. 

 Though this literature review discussed the importance of humility within the 

framework of conflict management, it did not provide viewpoints from teachers and 

school leaders on the challenges of humility in conflict. This literature review provided a 
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foundation of the importance of leader humility in conflict within many organizations but 

did not specifically discuss how leader humility can have an impact within the public 

school education environment.  Therefore, these inequities served as a justification for 

this study’s purpose to evaluate an educational environment to gather the perceptions of 

teachers and school leaders on how leader humility could have a positive or negative 

component to the outcomes of conflict management. 
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 CHAPTER THREE: METHODOLOGY  

Introduction 

The purpose of the current grounded theory study was to understand how teachers 

and school leaders perceive the practice of leader humility in managing conflict within a 

K—12 public school district in New Mexico. The study aimed to develop an evidence-

based solution for a K—12 public school institution in which a programmatic framework 

was developed to demonstrate the importance of leader humility in conflict management. 

This chapter will discuss the process and purpose for selecting a grounded theory 

approach, how the research was conducted and ethical considerations for the current 

research study. 

Research Question 

 The research question for this current study provided structure to the meaning of 

the problem of leadership and conflict management. The following research question 

guided the qualitative study:  

How do teachers and school leaders perceive the practice of leader humility in 

managing conflict within a K—12 public school district?  

Research Design 

 The current research study utilized a qualitative grounded theory approach for its 

ability to provide a method for rendering the complexity of social life and its meanings 

(Creswell, 2013). Additionally, the use of the grounded theory approach provided a 

progressive integration of categories of meaning from data that was retrieved from the 

open-ended research questions. Corbin and Strauss (2007) described grounded theory as a 

process that develops from an end-product of discovery from which an explanatory 
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framework develops an understanding of the phenomenon under investigation. In the 

current study, the phenomenon was the relationship between leader humility and the 

outcomes of conflict management.  

 Individual interviews were conducted for the current study with multiple teachers 

and principal leaders within a K–12 public school setting. The grounded theory approach 

required a constant comparison between interview data and the literature demonstrating 

the importance of leader humility and conflict management. The processes of coding, 

categorizing, constantly comparing and contrasting, and developing new theories were 

common exercises when using this qualitative approach. Engagement in this method 

increased the analytical power of the current study. 

 Furthermore, Charmaz (2014) suggested the use of a constructivist grounded 

theory when participants are constructing meanings and actions in specific situations, in 

this case, the situation as being conflict management. The process of constructing 

meanings and actions happens through the coding of data and gives grounded theory its 

credibility as a knowledge-making process (Creswell, 2013). In the current research 

study, the researcher intended to fuse language from the interviews with thoughts on how 

leader humility impacts conflict management. In essence, grounded theory, in the current 

research study, helped explain why and how leader humility leads to better outcomes of 

conflict management within a K–12 public school institution. 

Participants 

The targeted population of volunteer participants for the study included teachers 

and school leaders of a K—12 public school district in the state of New Mexico. The 



PERCECPIONS OF LEADER HUMILITY IN CONFLICT MANAGEMENT  35

criteria to participate in the current research study was that you had to be a teacher or 

school leader within the public school district.  

The individuals were chosen through random sampling. Using random sampling 

provided an opportunity to tighten the data to align with the theory that developed from 

the current research study (Charmaz, 2014). Random sampling improved the overall 

results of the research through the inclusion of only participants who wanted to share 

their conflict management situations within the public school setting. To achieve the 

current study’s sample, teachers and school leaders were given an approved memo sent to 

staff via email from the Superintendent of Schools. The memorandum contained 

information about the study, the aim of the study, its purpose, and a sample of their bill of 

rights as participants (Appendix A and D).   

Data Collection Tools 

 The current research study used an open-interview protocol with individuals at an 

agreed upon time, with data collection happening in a “zigzag process” (Creswell, 2013, 

p. 89). The researcher began the process by gathering data from the field through 

personal one-on-one interviews. Then the researcher analyzed the data from a personal 

home office through the use of transcription services and initial coding software.  

The one-on-one interview process took up to 45 minutes. During that time, the 

researcher built a rapport with the participants through the development of building an 

open and trusting relationship with the participant as suggested by Babbie (2014). 

Englander (2012) posits that once an atmosphere was relaxed and open, there would be 

an actively engaged listener and clarity in the participant’s answers. Individual interviews 

took longer but provided a richer experience in identifying body language that was used 
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to facilitate probing questions (Charmaz, 2014). Moreover, this collection method 

provided the researcher an opportunity to ask additional questions that uncovered 

different themes not previously thought of and adapt the questions as the study evolved. 

The researcher then continued to visit volunteer participants over the course of a three-

week period to gather more data through the open-ended interview questionnaire.  

A selective coding process was applied after the interviews were complete to 

assemble a story that described the interrelationships of categories within the framework 

of conflict management and leader humility. The findings were used by the researcher to 

build on a theme and investigate other phenomena observed during the research. The 

application of grounded theory provided an opportunity to probe participants for in-depth 

descriptions of the phenomenon being explored, that phenomenon was conflict 

management and the participant’s ability to manage those conflicts (Charmaz, 2014). 

 Using Charmaz’s (2014) approach, the researcher developed different interview 

questions for both teachers (see Appendix B) and school leaders (see Appendix C). The 

primary research question was explored during the interview process along with a few 

examples of questions noted below: 

Interview question 1: Tell me about a time when you were involved in a conflict 

situation? Who were the key participants in that conflict? What were the outcomes? 

Interview question 2: Tell me how your views have changed since you were involved 

in that conflict. What did you learn from that experience? 

Interview question 3: As a teacher have you ever observed a leader do something in a 

conflict situation that challenged you to think differently about how to manage 

conflict? 
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Interview question 4: Leader humility is the topic of this research, as a leader of your 

school, how challenging can leader humility be in the framework of conflict 

management? 

Interview question 5: Describe what leader humility means to you? 

Data Collection Procedures 

 The researcher used a three-part process for data collection to understand how 

leader humility is perceived by teachers and school leaders in the realm of conflict 

management. The researcher started with finding volunteer participants for this current 

research study, then collected data in the field, and finally analyzed and validated the data 

through triangulation. This three-part process helped guide the researcher to reach data 

saturation in the current research study. 

Finding Participants 

  Volunteer participants were identified through random sampling using a process 

to determine the participants’ qualifications for this current research study. Those 

qualifications started with an approved memo produced by the Superintendent of Schools 

and then sent out to teachers and school leaders. The researcher then probed volunteer 

participants to verify that they were either a teacher or school leader within the 

organization and acknowledge what the current research study involved and that they are 

willing to participate. The volunteer participants signed a Bill of Rights and signed an 

informed consent letter acknowledging their volunteer participation. 

Data Collection 

 Data collection began by first receiving a verbal consent to have the interview 

recorded. The researcher began with the conduction of the interview through the use of a 
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semi-structured open-interview questionnaire. The researcher used field notes during the 

interview process to keep records of probing questions and themes that were developed 

during the current research study. The researcher used a transcription service 

(www.rev.com) to produce transcribed documents from the recorded interviews. The 

documents were then imported into MAXQDA qualitative analysis software to begin the 

coding process and begin the development of the themes and categories discovered 

during the current research study. 

Validation of Collected Data 

 Triangulation of data was done through the analysis of three main sources, 

interviews, field note analysis, and transcription services. Through the analysis of 

different data sources, the researcher built a coherent justification for the themes and 

categories that were produced from the current research study (Charmaz, 2014). The 

researcher began the validation process by implementing what Charmaz describes as 

member checking. The process of member checking entails providing a final report to 

random participants and determining if the participants felt it was an accurate reflection 

of the comments they gave during the interview process.  

Secondly, to ensure the quality of the data collected, the researcher implemented 

peer debriefing, a tool used to perform impartial views of the study. Peer debriefing 

examines the researcher’s transcripts, documents, notes, and recorded interviews 

(Richards & Morse, 2013). In the current research study, two peers were asked to review 

the transcripts, recorded interviews, and field notes. One of the peer reviewers was a 

cohort member, and the other was a former colleague from another school district. Lastly, 

the researcher provided robust descriptions of the interviews through supported 
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quotations and verified that the transcription service accurately compared to the recorded 

conversations. 

Data Analysis Procedures 

Analyzing and synthesizing data go hand-in-hand. Through this qualitative 

research, the researcher used interviews as this current research study’s collection 

process. To analyze these interviews, the researcher used two types of analysis to obtain 

output from the current research study as outlined by Charmaz (2014). First, the 

researcher used initial line-by-line coding in which the researcher scrutinized the 

conceptualization of ideas and then used focused coding, which allowed for the 

separation, sorting, and synthesis of large blocks of data retrieved in the initial coding.  

Data analysis took approximately four weeks. The first couple of weeks were 

spent developing codes from the transcribed audio files which were retrieved from an 

online transcription service (www.rev.com) and then uploaded to MAXQDA to begin the 

qualitative analysis. In the third week, the researcher used field notes to reflect on items 

missed during the initial interview. Those items were tangible items such as body 

language and other observations that caused the researcher to probe with additional 

questions. Moreover, the field notes provided comparisons in word synonyms to develop 

codes, categories, and possible themes from the answers given during the interview 

process.  

In the fourth and final week, the researcher began to shape and condense codes 

where there were similarities identified in the initial coding process. Using the 

MAXQDA software, the researcher began to initiate focused coding and develop six 

preliminary categories that were created by grouping and analyzing the significance and 
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frequency of the initial underlying codes (Richards et al., 2013). As the analysis 

unfolded, the researcher was able to identify two main themes and six categories to 

substantiate both themes. Additionally, the researcher was able to use focused coding to 

develop possible solutions to the problem statement within the current research study.  

The researcher interviewed 15 volunteer participants. Those participants were 

grouped into three categories, primary teachers who taught in grades kindergarten 

through sixth grade, secondary teachers who taught at grade levels seventh through 

twelfth grade, and school leaders. Additionally, the researcher identified the number of 

females and males who chose to participate in this study. The use of the MAXQDA 

software provided a third-eye for the data that was collected and helped provide 

transparency to the initial category and theme development. Moreover, the MAXQDA 

software was able to analyze common codes to help the researcher see common themes 

develop during the interview process. The researcher used theoretical coding from the 

focus coding to identify relationships among the focus codes and develop six categories 

which then lead to the development of two major themes. 

Ethical Considerations 

 Ethical considerations were anticipated as part of the current study. To begin, the 

researcher had to obtain International Review Board (IRB) approval before data 

collection (Appendix D). Participant invitations were developed through an approved 

memo via the Superintendent of Schools (Appendix E). Additionally, an informed 

consent disclosure was given to participants (Appendix F), and a letter from the 

superintendent to conduct such research (Appendix G).  
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 When collecting, transcribing, and analyzing the data, the researcher took great 

precautions to ensure all information was kept confidential. This included (a) using 

fictitious names for the participants, (b) refraining from using names of other employees 

within the transcripts, and (c) storing all data on a secured network and a secured memory 

key. Precaution was taken to ensure participants anonymity through the elimination of 

their names in all transcripts.  

All paper documents were stored in a locked cabinet within a personal office and 

will stay there for a minimum of three years and then appropriately shredded. It is the 

researcher’s intent, though, to share the research with publication bodies and with the 

participants of the study. The research results will also be shared with the Superintendent 

of Schools and the Board of Education. 

Summary 

 This grounded theory study evaluated the connection between leader humility and 

conflict management within a public school setting. Using grounded theory, the 

researcher developed two strong themes with two major categories using the rich data 

gathered from in-depth interviews with multiple teachers and leaders within the K—12 

school setting. The participants represented a random sampling with a diverse 

background of participants who had experienced the phenomenon of conflict 

management. Moreover, to ensure the validity of the data collected from participants, the 

researcher used member checking, peer-review, and transcription comparisons to validate 

the data collected through the current research study. 

 Using the data from the interviews, the researcher produced a multitude range of 

themes and categories that identified attributes to the meaning of leader humility when 
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facing conflict management. Although the purpose of this study was to demonstrate that 

leader humility was the preferred approach to conflict management, the data collection 

procedures put in place prevented preconceived ideas from forming from the outcomes of 

the current research study. Additionally, the researcher took great precautions to protect 

the participants of the study by using pseudonyms for the individuals, withholding 

employees’ names mentioned within the transcripts, and storing the collected data in 

secure areas that were either password protected or locked safely in a secure personal 

office.   
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CHAPTER FOUR: FINDINGS 

Introduction 

 The purpose of this grounded theory study was to understand how teachers and 

school leaders perceive the practice of leader humility in managing conflict within a K—

12 public school district in New Mexico. Due to the numerous conflicts that arise 

between various stakeholders (e.g., parents, students, staff) which, in turn, can affect the 

emotions and well-being of teachers and school leaders within the K—12 environment, 

the K—12 public school institution was the target for this study.  

 The research question was: 

How do teachers and school leaders perceive the practice of leader humility in 

managing conflict within a K—12 public school district?  

 This chapter provides a presentation of the findings, two themes that were 

discovered from the findings, and a brief analysis and synthesis of the study’s findings 

based on the perceptions of leader humility within conflict management.  

Presentation of the Findings 

The interview sample consisted of 15 volunteer participants. Table 2 illustrates 

the breakdown of participants interviewed by type of participant, either as a primary or 

secondary teacher or as a school leader. The study was performed during May over a 

three-week period in the year 2018. 

Table 2 
 
Participant Data 
            Females        Males 
Primary Teachers 6 0 
Secondary Teachers 3 2 
School Leaders 3 1 
Total 12 3 
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The average years of service among the participants was 16.5 years. The average 

age of the participants was 41.5 years old. The ethnicity of the participants included 80% 

Caucasian and 20% Hispanic. The sample size was sufficient for this study as saturation 

was met when data collection ceased to emerge new categories or themes along the way 

in the interview process (Charmaz, 2014).  

Multiple questions were used to evaluate the volunteer participants on their 

perceptions of leader humility within conflict management. Overall, the participants felt 

that leader humility was very important in conflict management. Table 3 shows the 

participants’ favorability towards leader humility in conflict management. 

Table 3 

Leader Humility in Conflict Management 
 Very 

Important 
Somewhat 
Important 

Neither 
Important 

Somewhat 
Unimportant 

Not 
Important 

Primary 
Teachers 5 1 0 0 0 
Secondary 
Teachers 3 2 0 0 0 
School 
Leaders 4 0 0 0 0 
Total 12 3 0 0 0 

 

Additionally, volunteer participants were also asked to describe themselves on 

how they handle conflict management. Table 4 illustrates the characteristics of teachers 

and school leaders’ who handle conflict management. The participants’ were given five 

choices: (a) Engaged, (b) Observer, (c) Reluctant, (d) Avoider, or (e) Other. These 

choices were based on conflict management originally documented by Limbare (2012) 
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and Morris et al. (2005). Overall, 11 out of 15 participants considered themselves 

engaged in conflict management. 

Table 4 

Characteristics in Conflict Management 
 Engaged Observer Reluctant Avoider Other 

Primary Teachers 3 1 1 1 0 
Secondary Teachers 5 0 0 0 0 
School Leaders 3 0 0 1 0 

Total 11 1 1 2 0 
 

Perceptions of Leader Humility 

 Although responses were limited for those who did not consider 

themselves to be engaged in conflict, they still considered leader humility to be very 

important in conflict management. A school leader named Tracy considered herself as an 

avoider of conflict. She described leader humility as a way to “…manage and maintain 

everything to limit the amount of confrontation that is always part of my day.”  A 

primary teacher named Brenda described herself as an observer for the following reason, 

“If you’re jumping in as an adult every time there’s conflict, then they (students) don’t 

ever learn anything except to come to an adult for the answer, and not finding a solution 

to whatever the problem is.” 

The current research study demonstrated that all 15 participants believed that no 

matter what your conflict management style is considered to be, leader humility is 

important in K—12 public education conflict situations. Each volunteer participant had 

various viewpoints on how they would manage conflict but many of them agreed that 

there were tremendous obstacles to the practice of leader humility in conflict 
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management. Two of those obstacles that are highlighted in the current research study 

were experience and the challenge associated with the practice of leader humility. 

 Of the 15 participants, 11 of them stated that experience could affect your ability 

to practice leader humility in conflict management. However, experience comes from 

different angles. Some participants believed that tenure developed one’s ability to 

practice leader humility. For example, Bailey who is a school leader stated: “I’m pretty 

good at it (leader humility), but if I kept doing this for another 10 years, I might look 

back to today and say I wasn’t as good at it as I thought I was.” Kevin who is also a 

school leader felt that his tenure at the current school district as well as prior school 

districts gave him the “confidence to reflect and take time on conflict situations.” From a 

teacher perspective, Mary who is a primary teacher stated that for teachers in general “… 

it is a slow process. The more we are here, the more we retain and develop an experience 

to overcome the nervousness of conflict with parents.” 

 Other participants felt that experience can be hampered if you change 

environments a lot. Vince who is a secondary teacher stated that: 

I’ve been here for a while now in this district; it just happened a couple of years 

ago that I was able to become confident in conflict. When you come from another 

district, it takes time to build that confidence again.  

Cathy who is a primary grade level teacher also described a similar situation stating that 

experience: 

Comes with a comfort level, I feel like humility is so important, but it requires 

comfort in your environment, an ability to feel safe, and put yourself out there. 

Sometimes when you transfer to another school or district, you lose that comfort. 
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Though experience can be beneficial, it cannot overcome the day-to-day challenges of 

conflict that comes from many angles. Those conflicts come from students, parents, 

colleagues, and upper administration. These conflict situations, whether you are a teacher 

or school leader, highlighted the challenges to the practice of leader humility. 

 From a teacher perspective, there is a role you develop as the leader of the 

classroom. Forest who is a secondary grade level teacher stated: 

When you are in a leadership role, especially in a teacher role, we’re expected to 

be a dominant figure in our classroom and lead by example. That’s easy to do 

from seven a.m. to noon, but then by three o’clock, it’s not. Leader humility 

sounds good in practice, but it’s hard to do all the time. 

A primary teacher named Shelly provided another lens to the challenges of leader 

humility: 

I think if anybody told you that it was not difficult, they would be lying. When 

you're engaged in a conflict, it's because you're usually arguing about something 

you believe in. Why else would you be in conflict? As teachers, we believe we are 

right, and when you believe strongly in your position, it’s hard to lead through 

humility. 

The research also discovered that all four school leaders agreed that leader 

humility was challenging to do every day. A school leader named Stacy stated, “It takes 

practice and sometimes it takes a fall from grace to understand you don’t know it all and 

you are doing the best you can.” A school leader named Tracy built on that statement, 

“When you think of humility you think it goes with doing the best you can, and 

hopefully, everyone sees we’re all (school leaders) doing the best we can.” Bailey agreed 
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that you do the best you can, but added, “If you feel strongly that you’re right, it can be 

hard to lead through humility because you are passionate in how you feel.” Kevin 

encompassed it all by stating:  

Well, sometimes you have to think off the cuff. There are things that happen on a 

day to day basis that are unpredictable. In education, there is always constant 

learning. Times keep changing, and there is a different set of challenges that come 

about a year to year. So nothing is ever set in stone, per se, for behavior or 

approaches to problem-solving. 

            Though participants felt there were obstacles to leader humility in conflict 

management, the majority perceived that leader humility had a positive effect on conflict 

management. The analysis of the current research study developed two major themes 

with six categories and multiple subcategories supporting those themes. The two major 

themes coming out of the current research study that encompassed all the results were: 

Modeling Behavior and Embracing Our Imperfections. The two themes and six 

categories are discussed in more detail in the following section. 

Themes and Categories 

 As data analysis began through the work of initial coding, focused coding, and 

theoretical coding, two major themes developed. Those themes were modeling behavior 

and embracing our imperfections. Figure 2 demonstrates how these two themes empower 

leader humility in conflict management. 
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Figure 2 

Two Themes Empowering Leader Humility 

 

  

The participants of the current research study demonstrated their desire for leader 

humility to be the corrective action within conflict management. To lead through 

humility, the participants noted that modeling behavior and embracing imperfection were 

key to positive outcomes to conflict management and were the definition of what leader 

humility should be. Table 5 demonstrates the two major themes and categories within 

those themes that support the outcomes from the current research study. 

 

 

 

 

 

 

Modeling	
Behavior

Embracing	
Imperfection

Leader	
Humility



PERCECPIONS OF LEADER HUMILITY IN CONFLICT MANAGEMENT  50

Table 5 
 
Themes and Categories 
Themes            Categories 
Modeling Behavior  Integrity through role modeling 

o Admit mistakes 
o Show respect 
o Be fair and just 

 Different situations need different approaches 
o Be open to accepting differences 
o No perfect approach 
o Professionalism at all times 

 Engagement in conflict 
Imperfection  Collective problem solving 

 You got to “Own-it.” 
o Forwardness 
o Honesty 
o Courage 

 Desire to Better Oneself 
o Be an engaged listener 
o Reflect more often 
o Be genuine and laugh at yourself 

 

Theme One: Modeling Behavior 

 Through the interview process, participants of the current research study 

demonstrated that modeling behavior is important in leader humility. Nine out of 15 

participants indicated that modeling behavior or role modeling was a vital characteristic 

in leader humility. Though it takes practice, as multiple teachers stated, it develops 

expectations of behavior. That behavior begins with the school leader and develops the 

culture of the school.  

 According to a school leader named Stacy, modeling behavior was essential to 

develop followership. She stated, “I think it's important that you practice it every day so 

that your colleagues can practice it as well. I think that if you model for them the 
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expectation, then they will follow.” A school leader named Bailey added that building 

trust sets the tone to modeling behavior. 

I think it sets a tone in the building (behavior), so I'd say that first. Building trust 

is another factor as well. Trust and also it helps me make better decisions because, 

if you don't have humility, if it's all about ego, then I'm making decisions for the 

wrong reasons. 

Tracy discussed modeling as a school leader to be a good listener and was quoted as 

saying:  

You need to be a good listener and a role model to have some conflict resolution. 

You need to be willing to hear what the complaint is and to try to problem solve it 

together. I guess not being that heavy all the time. It's okay to be wrong and for 

others to be right. 

Teacher participants demonstrated that when school leaders model behavior it creates 

expectations in their classroom. A secondary teacher named Liz stated that when leaders, 

“Own their mistakes, it is modeling behavior that recognizes everyone’s strengths and 

weaknesses, but most importantly it has taught me that we should realize the importance 

of teamwork among very different individuals and backgrounds.” A primary teacher 

named Wendy noted that her school leader models behavior through mindfulness 

practices that have had an impact school-wide:  

I think some of the mindfulness practices ... our principal has used some of those 

techniques in our meetings, and she has valued that and passed it on. 

Administration, I know, has done a lot of that and it's trickled down to our 

administrators and then on down to us. And then it goes on down to the kids. 
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The trickle-down effect was noted by Forest as well, stating:  

The younger the students are, the more they think their teacher is infallible. And 

so, letting them see that I make mistakes too, it's difficult. You're like no, but I 

have to be that perfect role model and the perfect person for them. But the perfect 

role model for them is someone who makes mistakes and can be humble about it. 

Participants, through the current research study, demonstrated that modeling behavior 

was important. But how? Three categories were highlighted during the current research 

study to support modeling behavior: (1) integrity (2) the need for different approaches to 

different situations, and (3) an ability to engage, not avoid, in conflict. Figure 3 shows the 

relationship of these categories to the major theme of modeling behavior. Each of these 

findings are supported by different leadership or conflict theories. Integrity aligned with 

transformational leadership theory as defined by Bass (1985), different approaches to 

different situations aligns with situational leadership theory (White & Greenwood, 2002), 

and engaging in conflict aligned with conflict theory as described by Tjosvold (2007).  
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Figure 3 

Category Relationships to Modeling Behavior 

 

Integrity through role modeling. Through role modeling integrity aligns with 

what Lamb (2013) describes as a charismatic principle within transformational 

leadership. These charismatic principles develop integrity through the action of a leader’s 

clearly stated values that aspire motivated followers to seek the higher good in all tasks. 

To develop integrity through role modeling, participants highlighted the need for three 

things: (a) admit you made a mistake, (b) respect for others, and (c) a need to be fair and 

just. According to seven out of 15 participants, admitting your mistakes as a leader 

developed the base approach to your character. A primary teacher named Shelly stated: 

If my leader was condescending, never admitted they were wrong and was 

insecure or belittling, or any of those things that I find to be the opposite of what I 

find in people with humility, and I had a conflict with that person; why would I 

feel a desire to follow this leader? 
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A primary teacher named Wendy also emphasized that “humility develops your integrity 

when you see yourself as not perfect and all-knowing.” Another primary teacher named 

Brenda concurred with Wendy and Shelly stating that:  

If you make a mistake as a leader, you can stand up and say, “Look. I totally 

messed this up. Can we start over?” Or, “I messed this up. Let's do it this way 

next time” if the situation has passed. Then, it gains you that respect of your 

peers, of your underlings. 

The respect that Brenda mentioned was another key ingredient in developing integrity 

through role modeling. Six out of the 15 participants mentioned ‘respect’ for others and 

yourself as a condition to leader humility. School leader Bailey emphasized the 

importance of showing and developing respect in her school:  

I would want all of the teachers in my building to speak to their students in a very 

respectful way, so I'm going to speak to everybody in a very respectful way 

because I can't say, "Well, you're not respectful," if I'm not. So I think that's a 

huge part of it is modeling the behavior that you think is important because you 

set the tone for the whole building. And it's more important than people think. 

Secondary teacher Rozz believed that “Respect breeds respect!” Primary teacher Cathy 

took it a bit further and felt that respect brings civility into the environment, “… just how 

to be reminded of the civility, and how to establish those we're on the same page, we're 

coming at this with the same goals, and how not to be quite so reactive.” This aligned 

with some participants beliefs that civility called for ‘fair and just’ leadership. Primary 

teacher Wendy described the importance of being fair:  
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And you have to be able to be fair, right? That's part of humility. You have to 

listen to all sides. Maybe you know this person well and you ... and they have a 

conflict with someone else. You can't just take their side because you know them. 

You have to listen to all the sides! 

Primary teacher Mary concurred with Wendy’s statement on fairness. She pointed out 

that her mentor, a school leader in another district, was “… not only fair but empathetic 

to all parties, a natural on handling conflict situations because of her ability to be fair.” 

Though integrity through role modeling was an important step in leader humility, many 

participants believed you had to be pliant as well in your conflict situations. 

Understanding the situation required an ability to apply a different approach. 

 Different approaches to different situations. As noted by White and 

Greenwood (2002), teachers need to have an understanding of situational leadership 

theory for positively affecting outcomes of certain tasks, in this case, conflict 

management. As described by White et al., situational leadership theory emphasizes the 

need for teachers and school leaders to be aware of when to provide direction and when a 

teacher should listen and provide support. Eight out of the 15 participants agreed that a 

‘one-size fits all” approach was not the best way to manage conflict. Good leaders 

understand the need to be adaptable in many situations. A small few of the participants 

noted that leaders should be open to learning new approaches. Though the small few 

were primary teachers, Brenda and Mary both agreed that an ability by the school leader 

or their colleagues to admit that they do not know an answer was a demonstration to 

being open to learning more about the situation. Brenda stated that “For a leader to admit 

to not knowing an answer and saying they are willing to find out,” was for her, a leader 
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willing to be open to not knowing the answers. Mary concurred stating that, “Leaders 

need to be open to learning new things.”  

 School leader Kevin noted that openness was good, but emphasized “There is no 

perfect approach” and “…there’s always new methods that can be tried.” School leader 

Bailey concurred with Kevin but added “I think it is a process of growth and 

development as a leader. Today I feel good about my abilities to manage conflict, but 

years from now I may find myself knowing more than I do now.” If there was one thing 

that eight out of 15 participants agreed upon, was that no matter the situation, 

professionalism was needed at all times.  

 Primary teacher Wendy described her school leader as a true professional, 

especially in conflict situations; “She's always professional. I've never heard her say 

anything that questions her judgment. I trust her judgment because she always acts like a 

professional. No matter the situation; and that makes me trust her.” Bailey, who also 

discussed the importance of being open to different approaches, stated:  

So you have to remember that part (professionalism), its part of keeping your 

humility. But sometimes it's tricky. I had a parent sitting in that seat on Friday 

who was angry at a kid, somebody else's kid, a little kid and I had to try hard not 

to judge that person's parenting skills, thinking he was way, really, really harsh 

and harsh to his kid, too. 

Primary teacher Wendy stated that her school leader demonstrated professionalism by 

keeping the conflict situation positive: 

Keeping things positive in conflict is key. My current principal is extremely 

positive. She came in, and I think her approach was awesome because she's 
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coming into a new school where she knows nobody but stays positive in all the 

(conflicts) I’ve seen her in. 

These approaches to different situations provide a unique insight into how 

teachers and school leaders perceive role modeling. The participants in the current 

research study demonstrated that positivity, openness, and professionalism was a good 

start to modeling behavior. But, many participants believed that if you cannot engage in 

conflict, you were in a sense avoiding being a leader.  

Engaging in conflict. Conflict that is not well-managed can be devastating to 

building positive relationships among peers, students, and parents (Tjosvold, 2007). 

Conflict theory as described by Tjosvold tells us that cooperative conflict can be 

measured by our ability to interpret issues, make informed decisions, and strengthen 

relationships among peers. Engaging in the conflict was not easy according to some 

participants in the current research study. As mentioned earlier, four out of 15 

participants described themselves as either an avoider, observer, or reluctant to engage in 

conflict. Those who considered themselves engaged in conflict considered those who 

were not as only creating a negative environment. Primary teacher Shelly described her 

experience with an avoider in conflict:  

What did I learn? I learned that this person cared more deeply for the student than 

I had known previously ... That she would rather give the parent what she wanted 

to avoid conflict with the parent. It was easier for her to conflict with me, her 

coworker, than to conflict with the parent, and that crippled our friendship. 

A secondary teacher named Gabby described a similar situation where a school leader 

avoided a conflict situation between her and a peer encouraging them, “to not talk to each 
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other again” which created “an almost impossible situation for me to try to break that ice. 

After a few months of trying, I, like, "You know what? I can't do it, and I walked away.” 

 Engaging in conflict is, “About student modeling and demonstrating leadership in 

the classroom,” according to secondary teacher Liz. School leader Stacy couldn’t agree 

more stating, “…being engaged is the best way to solve and find solutions.” Primary 

teacher Wendy stated that as leaders in the classroom it is vital that we address conflict:  

There's always conflict. When you're dealing with students they have conflicts 

with one another, so you have to be engaged to solve those problems so they can 

learn. If they're held up in the conflict stage, it's kind of hard to learn. So, you 

have to address that, deal with it, figure out how to solve it and then move on.  

Primary teacher Shelly concurred with addressing conflict but attested to the fact that 

when you address it, you can grow from it:  

I think that conflict breeds toxicity. I think that when you keep something in your 

head, it grows to be larger than the issue really is. If you can resolve something, 

you can learn from it; you can grow from it. You usually find out that it's not as 

big of an ordeal as you thought it was going to be. 

School leader Bailey stated that if you do not address conflict you are “just burying the 

issue” so it is best “I just go for it right away, try to be forthright and then it will go away 

and not just be buried.”  

 The participants in this study have demonstrated that engagement, integrity, and 

the ability to approach situations differently are the processes that model behavior. This 

modeling of behavior was just one part of demonstrating leader humility. Acknowledging 

your imperfections though was demonstrating your ability to be human, to be real, and to 
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be authentic! The next section describes the participants’ perceptions of the attribute of 

embracing your imperfection as a quality in leader humility. 

Theme Two: Embracing Imperfection 

 The participants of the current research study were asked: “What does leader 

humility mean to you?” Participants described leader humility in a multitude of ways, but 

10 out of the 15 participants emphasized that the key quality to leader humility was 

imperfection. Regardless of gender, experience, or their role in the organization, the 

participants felt strongly that imperfection was a way to demonstrate humility within 

conflict management. Moreover, imperfection suggested a form of modesty in the power 

they had as a leader. 

 Participants described imperfection in many ways, but the over-arching answer to 

imperfection was an admittance of not knowing or that you made a mistake. School 

leader Kevin described imperfection as, “…admitting to a different perspective, but also 

admitting to changing my perspective on what is right.” School leader Bailey also stated 

that imperfection was, “…being able to apologize, being able to recognize that you made 

a mistake and being able to handle that you’re human.”  

 Primary and secondary teachers emphasized that leaders need to admit to not 

knowing all the answers and being able to consult with colleagues and followers on how 

to manage conflict situations. Primary teacher Brenda stated:  

I think that you tend to gain a lot of credit and respect when a leader can admit I 

don't know, or I was wrong, instead of trying to bluff your way through it. I think 

that's a part of the humility, too, is knowing yourself and what you do and don't 

know well enough to be able to say, “I really don't know. Let me check into that”. 
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Primary teacher Shelly concurred with what Brenda had to say as well: 

Leader humility is, I may not know everything, and that's okay. You can be a 

leader and not know everything. If you make a mistake, own it. That doesn't make 

you less of a leader; it makes you human. When you make a mistake, don't push it 

off on somebody else. Don't be insecure ... Be kind. Don't placate people. Don't 

condescend. I think that's big ... I don't think what you do makes who you are. 

Primary teacher Cathy concluded that “…admitting when you don't have all the answers. 

And admitting that, I think can create respect. It creates a feeling less like a top-down 

approach.” Though admittance was good, according to most teacher participants, primary 

teacher Tammy added that “Admittance is one thing, but to apologize or to recognize 

your errors makes you a genuine leader.”  

 To strengthen the major theme of embracing imperfection, the current research 

study discovered three supporting categories that many of the participants felt were 

needed to demonstrate imperfection as an attribute to leader humility. Those three 

categories were: (a) collective problem solving, (b) owning your decision, and (c) a 

desire to better oneself. Each one of these findings aligned with the following leadership 

theories. Collective problem solving aligns itself with participative leadership theory as 

described by Sashkin (1976), Owning your decision aligned with trait theory as described 

by Pervin (1994), and a desire to better oneself aligns with behavioral theory as described 

by Davis and Luthans (1979). Figure 4 demonstrates the relationship among these 

findings. 
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Figure 4 

Category Relationships to Embracing Imperfection 

 

 

Collective Problem Solving. Collective problem solving aligns itself with 

participative leadership theory as described by Sashkin (1976). It does so in three aspects: 

encouraging people to share ideas, facilitating conversation among a group of 

individuals, and synthesizing all information to come to an ideal solution. The 

participants in the current research study noted that collective problem solving was one 

way of demonstrating imperfection in the context of leader humility. Seven out of 15 

participants believed that collective problem solving demonstrated a leader’s ability to 

work collectively with others on managing conflict. Moreover, in the current research 

study, all four school leaders noted the importance of collective problem-solving. School 

leader Tracy stated:  
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As leaders we are learning, and we're growing as well as everyone else, and so 

too, we all have our strengths and weaknesses, and we're good at some things, 

we're not good at other things, so we recognize the need to work together through 

all the conflicts we take on collectively. 

School leader Stacy agreed on the importance of collective problem-solving:  

I think sometimes the conflicts that come to the office are such that it takes time 

to review them and it takes time to problem solve with all the parties involved. At 

the end of the day, you remember to be a good listener. You remember to try to 

problem solve together, and you work as a team, and I think it works out for the 

good of everyone. 

School leader Kevin felt that because there are different parenting styles leadership needs 

collective problem solving to understand the different dynamics of parenting:  

I think one of the things that seem to come up is the different forms of parenting 

that exist in the community. There are differences in how the children are treated 

at home based on many factors. We need to bring in many resources at times to 

help us understand those differences. 

School leader Bailey looked at collective problem solving from a mindfulness 

perspective:  

So we're looking at something that's being used in this district, and a teacher here 

has been using it because she was at a different school that was using it. It's 

called, Parenting with Love and Logic and Teaching with Love and Logic. I think 

a conflict resolution idea that's about how we talk to people is really valuable. The 
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words you use. It's much easier to bring a student back down to calm using certain 

language than yelling at them or giving them an ultimatum. 

The school leaders in this study have emphasized the need to solve conflict 

collectively. Though many participants felt it was vital to work together as a team to 

manage conflict, they also felt it was even more vital for a leader to “Own-it.” The “Own-

it” piece was a surprising outcome to the current research study and involved many 

factors. 

 Own it. What does it mean to “Own-it”? According to Charry (2012), owning it 

aligns with relationship theory in that when you own your decision making you set the 

moral and ethical standards of your leadership. Out of the 15 participants, 12 of them 

stated that ownership of your decisions was vital to demonstrating leader humility. 

Moreover, to “Own-it” had different adjectives within it. Some described “Owning-It” as 

having forwardness, being honest, and the courage to admit your imperfections. Some 

participants were just blunt about “Owning-It.” Secondary teacher Forest stated pretty 

clearly, “Own it. If I make a mistake, I own it. I think that’s what you should do as a 

leader.” Primary teacher Shelly stated that “Leader humility is just owning it. You can be 

a leader and not know everything. You don't have to. If you make a mistake, own it. That 

doesn't make you less of a leader; it makes you human.” School leader Bailey described 

“Owning-It” the following way, “…being able to own your own stuff. If you've made a 

mistake, being able to apologize, being able to recognize that you made a mistake and 

being able to own your faults.”  

 For many participants, they described “Owning-It” as being forward. Bailey 

continued on her description of “Owning-It” as, “…just being upright, up front and 
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forthright is the best way to go.” School leader Tracy couldn’t agree more, “be upfront, 

let parents know before it gets to the home, be proactive.” Primary teacher Wendy 

described being forward in leadership as “…definitely go face to face and have all parties 

involved so that there is no mistake about what is being said.” 

 Other participants described “Owning-It” as a form of honesty. School leader 

Tracy felt that honesty was a way of demonstrating to be human and not above everyone 

else, “…be honest and get back to them, as well as to say, "You know what, I messed up, 

and I'm sorry, but we're going to move forward, and to be human." Secondary teacher 

Vince stated that “Being honest and forthcoming with all stakeholders, giving credit 

where credit is due.” Primary teacher Cathy felt that “If you make a bad call, you didn't 

do something that worked out well, say it. I feel like, as a teacher, we do it all the time. 

Just be honest.”  

 Then there were those participants who described imperfection as being 

courageous in admitting your mistakes. Primary teacher Brenda stated the following:  

Leader humility, to me, is knowing who you are well enough that you are not 

intimidated easily, you are not ... What was the other word I had? ... You are 

courageous enough to stand up to what you feel is wrong. You're also courageous 

enough to say when you know you're wrong. 

Primary teacher Mary agreed with Brenda stating that courage, “is to do what needs to 

happen even if it there won't be the best results. Maybe looking out for the whole. 

Making the right decision for the situation because not all situations have the same 

outcomes.” Secondary teacher Gabby felt that courage was a leaders’ ability to, “guide 
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than actually demanding” from others. It takes “patience and courage,” she says to guide 

rather than demand others to do something.  

 Though “Owning-It” was the appropriate path to admitting your mistakes, many 

participants agreed that leaders have got to want to better themselves so they don’t make 

the same mistakes again. For that to happen, many participants felt that you had to be an 

engaged listener, an ability to reflect, and an ability to be genuine and laugh at yourself 

once in a while. In short, you should have a desire to want to better oneself. 

 Desire to Better Oneself. To better oneself is what Naylor (1999) describes as a 

trait of behavioral theory. In behavioral theory, individuals can learn to become better 

leaders through training and engaged observation. A multitude of participants described 

the ability to better oneself in many different ways. In short, though, many described the 

ability to better oneself as a way to stay humble. School leader Bailey described the 

ability to better oneself as, “…not feeling like you're better than everybody else. 

Knowing you're fallible.” Secondary teacher Vince stated, “…you're willing to sacrifice 

maybe, or lower your expectations for what you want to be done, which will then go 

towards the greater good, right, of the institution that you're working in, in the 

community.” Many agreed with these statements, but some felt to better oneself you had 

to become an engaged listener.  

 To be an engaged listener, Secondary Teacher Forest said that a leader should, 

“…start to ask you questions about that topic. Maybe how you feel. Or hey, what do the 

students think? Do the students feel this way as well? What can we do? What can I do?” 

Primary teacher Mary admitted to her faults through a lack of engaged listening and 

described the importance of hearing and listening, “Listening instead of hearing which is 
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just reacting. Listening so that they can take action rather than react.” Secondary teacher 

Rozz felt that engaged listening from a leader provided her, “warmth” and “a feeling of 

safety.” Rozz didn’t care if they did anything about her situation, she just wanted to feel 

safe knowing that someone took the time to listen.  

 Engagement in listening was valuable to the participants, but from there a leader 

should reflect on what they could do better. School leader Kevin stated that he, “…try to 

admit to changing my perspective on what is right.” Secondary teacher Forest thought 

constant reflection was needed in leadership, “Constant personal reflection on yourself, 

on your leadership, on the way the staff reacts to things. I think that sense of humility is 

extremely important. It's something that I think leaders need to be thinking about, 

themselves constantly.” Some of that reflection also meant spending time laughing at 

yourself; it showed that you were genuine as a leader.  

Primary teacher Cathy described the process of being genuine: 

I guess those are some of the things that I think of. I think there's maybe a little bit 

of self-depreciation in there, like being able to laugh at things at your own 

expense, standing up and being the butt of the joke sometimes, and being okay 

with it.  

Primary teacher Wendy concurred with Cathy and stated, “The other thing that I like 

about our principal is she's just a really great principal ... she understands if something's 

going on, just genuine and very relaxed and smiles a lot.” Secondary teacher Rozz felt 

that genuine leaders were, “…good at not pretending to be somebody else.” Secondary 

teacher Gabby felt that when a leader is genuine to who they are they, “Trust the people 

that you lead.” Secondary teacher Brenda ended the conversation well on the meaning of 
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being genuine and its place in leader humility, “We (leaders) need to be mentoring and 

helping younger teachers to get into that position to learn how to be leaders. Genuine 

leadership acknowledges the need to mentor the young.” 

Analysis and Synthesis of Findings 

 Participants of the current research study demonstrated that leader humility had 

two main components: modeling behavior and embracing imperfection. These two 

components developed a new definition of leader humility in conflict management within 

a K—12 public education environment. Moreover, the findings from this qualitative 

study demonstrated that leader humility was vital to have a positive outcome to conflict 

management. The findings for the current research study served as the building blocks for 

developing a framework and evidence-based recommendation for leadership training 

programs that emphasize the importance of leader humility in conflict management 

situations. K—12 public school organizations can use the current research study’s 

findings to support the need to improve upon current leadership training that emphasizes 

humility in leadership among the various conflict situations that occur in K—12 public 

education. 

Final Conceptual Model 

 The participants of the current research study demonstrated the many attributes 

that they believed represented leader humility in conflict management. Each participant 

derived their own perceptions of what leader humility looks and feels like in conflict 

management experiences they have witnessed or had been a part of. More importantly, 

many volunteer participants believed that practice and experience were the first hurdles in 
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the practice of leader humility. Figure 5 demonstrates the conceptual model of how 

teachers and school leaders defined the process of exemplifying leader humility.  

Figure 5 

Final Conceptual Model 

 

 As teachers and school leaders developed their leadership traits in conflict 

management, they became aware that experience was key to the practice of leader 

humility. Many participants believed that leader humility was not something that can be 

learned overnight. It takes much practice and more importantly patience. The interaction 

that the participants had with their fellow colleagues and a desire to better oneself helped 

many participants to develop the traits that exemplified leader humility in conflict 

management. Moreover, they also realized that modeling behavior was key to develop 

respect in the power of leader humility. 

 Modeling behavior was found to be one of the key themes that many participants 

believed exemplified leader humility. As teachers gained experience many of them 
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realized the importance of three main ingredients to modeling behavior: integrity, 

engaging in conflict, and understanding the need to have a different approach to different 

situations. Depending on the years of experience a teacher or school leader had, 

determined their ability to engage in conflict and understanding the need to have a 

different approach to different conflict situations. But, more importantly, even in times 

where you failed as a leader, your ability to admit your mistakes or your decision making 

in conflict, was vital to developing integrity as a leader. Without integrity, many 

participants felt that you lose the respect as a leader, not just from parents and colleagues, 

but also from the students who looked up to the teacher as their leader.  

 To get to the stage of modeling behavior though, teachers and school leaders 

noted that you had to learn to embrace your imperfections. That meant for some that you 

had to admit to yourself that you did not have all the answers. Many participants believed 

that collective problem solving developed humility in a leader. This development occurs 

when others see that you have to desire to better yourself through the acknowledgment of 

knowing your strengths and weaknesses. Furthermore, participants demonstrated that 

humility can be learned through the simple act of “Owning It”. A process that many 

participants described as your ability as a leader to acknowledge the choices you had 

made in conflict situations and owning those decisions. More importantly, “Owning It” 

also entailed the ability for a leader to acknowledge that they are fallible, and when one 

can admit fallacy they have what some participants considered genuine or human.   

 The current research study observed that leader humility takes time and 

experience. As leaders learn from experience we gain confidence in who we are as a 

leader. The ability for teachers and school leaders to embrace their imperfections is the 
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first step into modeling behavior that is not only genuine but needed to develop future 

leaders who will embrace the power of humility in conflict management.   

Summary 

 The purpose of the current research study was to understand the perceptions from 

teachers and school leaders of whether leader humility in conflict management situations 

was important to managing those conflicts in a K—12 public school setting. The 

participants demonstrated that leader humility was important, but what many of them 

agreed was that there were tremendous obstacles to the practice of leader humility in 

conflict. Two of those obstacles that were highlighted in the current research study were: 

experience and the challenges to practice humility at all times. 

 Overall, the participants had a positive perception and purpose of leader humility 

in conflict management. The participants contributed to the current research study by 

developing two significant themes to leader humility: modeling behavior and embracing 

imperfection. For most participants, modeling behavior was demonstrated through leader 

integrity, differentiated approaches to different conflict situations, and the importance of 

engaging in conflict. Additionally, most participants believed that embracing your 

imperfections could be demonstrated through participating in collective problem solving, 

owning your mistakes, and a desire to better oneself through reflection, being an engaged 

listener, and being genuine as a leader. 

 Teachers and school leaders demonstrated common ground on the importance of 

leader humility in conflict situations. Both groups provided insight into the many conflict 

situations that occur in public school environments and insight into their professional 

lives on how they handle conflict. Furthermore, the participants demonstrated the reasons 
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for the practice of leader humility in different context situations and how these conflict 

situations develop and facilitate growth as a leader in K—12 public school environment. 
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CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS 

Introduction 

 The current research study examined how school leaders and teachers perceive 

the practice of leader humility in conflict management situations. Using a semi-structured 

interview process, the study presented itself with two major themes and six supporting 

categories for those themes. These findings provide the current research study a scholarly 

approach to improving teachers’ and school leaders’ capabilities of implementing leader 

humility in conflict situations. In this chapter, the research that was conducted will now 

address a proposed solution that aligns with the study’s aim, purpose, and research 

question. Furthermore, the chapter will also discuss the implications of the proposed 

solution, implications for practice, research and leadership purposes, and conclusions of 

the current research study.  

Purpose of the Study 

The purpose of this grounded theory study was to understand how teachers and 

school leaders perceive the practice of leader humility in managing conflict within a K—

12 public school district in New Mexico. Due to the numerous conflicts that arise 

between various stakeholders (e.g., parents, students, staff) which, in turn, can affect the 

emotions and well-being of teachers and school leaders within the K—12 environment, 

the K—12 public school institution was the target for this study. For the purpose of the 

current research study, the definition of leader humility was to demonstrate a low status 

of one’s importance (Eragula, 2015), in a state of conflict management (Kellenberger, 

2010). Conflict management within the current research study was defined as the practice 

to handle conflicts sensibly, fairly, and efficiently (Collins, 2001).  This qualitative study 
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interviewed teachers and school leaders based on a grounded theory design to identify 

emerging categories and develop a substantive theory from those findings. Using 

grounded theory for the chosen methodology provided rich data to develop an in-depth 

understanding of participants’ experiences regarding their perceptions of leader humility 

in the context of conflict management (Creswell, 2013). 

Aim of the Study 

The aim of this study was to create an evidence-based solution for identifying 

how leader humility could be practiced in situations requiring conflict management in a 

K—12 public school setting. The evidence-based recommendations set forth a 

programmatic framework for leadership training that can be used for demonstrating the 

importance of leader humility in conflict management. 

Proposed Solution 
 
 The proposed solution for the current research study was to develop a new 

framework and evidence-based recommendation for improving or implementing leader 

humility in conflict management. The solution proposed is based on the data collected 

and analyzed from the participant interviews. The new framework chosen for the 

proposed solution is illustrated in Figure 6, in short, the researcher proposes a Leadership 

Academy for Conflict Management. 
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Figure 6 

Leadership Academy for Conflict Management 

 
 
 The new framework includes three measurements to facilitate leader humility in 

conflict management: (1) conflict coaching, (2) reflective sessions, and (3) builder 

workshops. The measurement of having a conflict coach addresses three components of 

modeling behavior: (1) contrasting approaches to conflict situations, (2) engaging in 

conflict, and (3) character development in leadership. The conflict coach is similar to a 

leadership coach, in that, the conflict coach provides guidance and structure on how best 

to manage conflict through the use of humility. 

 The next measurement addresses the imperfections of being a leader in conflict. 

There are two components to these reflective sessions: the power of collective problem 

solving and improving conflict management outcomes. Reflection sessions provide 

opportunities to review previous conflicts and reflect and learn from the outcomes of 
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those conflicts. The reflective sessions align with the categories of imperfection through 

acting upon a desire to better oneself, owning our decisions, and empowering others to 

collaborate and improve upon conflict outcomes. 

 The last measurement addresses the issue of inexperience and the challenges of 

conflict. The builder workshops are designed to role-play different scenarios of conflict 

within K—12 public schools. The different conflict situations that were discussed in-

depth by the participants of the current research study demonstrate that there is a need for 

additional training in various conflict situations that occur day-to-day in K—12 public 

education. 

 The Leadership Academy of Conflict Management would provide K—12 public 

school leaders with a framework on how best to create a culture that emboldens leader 

humility within conflict situations. Through this leadership academy, public school 

leaders, teachers, and staff could become educated on the power of humility in conflict 

management. Moreover, this leadership academy framework would be supported through 

evidence-based recommendations garnered from the current research study and provide 

clear and succinct action steps on improving conflict management outcomes that are not 

only positive for the organization as a whole but demonstrate the power of humility in 

leadership. 

Support for the Solution 
 
 The current research study developed two themes: modeling behavior and 

embracing our imperfections. The two themes were supported by the data collected and 

analyzed from the participant interviews. From the two themes, the researcher proposed a 

leadership academy that facilitates growth and development through the power of 
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humility in conflict situations. The following sub-sections provide support for the 

proposed solution. 

 Conflict coach for inspiration and guidance. Kramer (2007), stated that leader 

humility promotes awareness of organizational behavior as a whole, and develops a 

shared vision among organizational leaders and enable stakeholders to act on the leader’s 

emotional energies. Transforming organizational behavior is a collective leadership of all 

employees that begins with the organization’s leaders and is then woven into the fabric of 

the organization (Mackenzie & Marnik, 2008). Morris et al. (2005) suggested that 

collective leadership decision making can come in the form of encouragement through 

coaching.  

 The conflict coach aligns with one of the major themes discovered in the current 

research study; role modeling. To be a good role model that demonstrated the importance 

of humility in conflict management, the participants of the current research study felt that 

the leader needed to address the following areas: (1) overcoming the fear of engaging in 

conflict, (2) an ability to be pliant in approach for different situations, and (3) character 

development that demonstrated multiple characteristics. There were three characteristics 

that the participants of the current research study found to be valuable in leader humility: 

(1) respect, (2), fairness, (3) and integrity.  

The conflict coach provides guidance and direction on how to improve or 

facilitate these characteristics through conflict management. A primary teacher named 

Wendy demonstrated in her interview that her best mentor was not only fair and just but 

demonstrated integrity in all of her conflict situations. Additionally, multiple teachers 

demonstrated that they admire a school leader who respects others and breeds respect 
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throughout the organization, and you can do that by learning to admit your mistakes and 

by listening to others for advisement.  

 The conflict coach can improve or facilitate the characteristics of leaders through 

the application of role modeling within different conflict situations. Eight out of the 15 

participants of the current research study demonstrated that a “one-size-fits-all” approach 

was not the best way to manage conflict. They also agreed that because there was not one 

perfect approach to all conflict situations, it is imperative to demonstrate professionalism 

at all times. Therefore, the conflict coach provides guidance and direction needed in 

various conflict situations. Through role modeling, teachers and school leaders can test 

different scenarios as a group or one-on-one with a conflict coach. A school leader named 

Bailey stated, “…professionalism is part of keeping your humility.” The coaching 

provided by the conflict coach can develop that professionalism by testing these various 

scenarios with the school leader or teacher. Though the test of different scenarios 

provides a teaching moment on how to be professional, many participants believed that if 

you cannot engage in conflict, you were in a sense avoiding being a leader. 

 Engaging in the conflict was not easy for some participants in this study. Four out 

of 15 participants described themselves as other than engaged when it came to conflict. 

Those that considered themselves engaged felt that those that didn’t engage were creating 

negative environments. A primary teacher named Liz and many other teachers felt that 

engaging in conflict was about student modeling and demonstrating leadership in the 

classroom. Moreover, many participants felt that when you engage in conflict, you can 

grow from those situations and learn something about yourself or how best to manage 

that conflict in the future.  
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Through the use of the conflict coach, a teacher and school leader can discuss the 

hurdles to engaging in conflict. With a mentor to rely on, teachers and school leaders 

could build the confidence needed to engage in conflict. Collectively, the conflict coach 

and student can learn how to engage in conflict that not only demonstrates 

professionalism but also overcoming the fear of conflict within the K—12 public 

education environment. 

Reflective sessions. A conflict coach leads the Leadership Academy of Conflict 

Management. To improve upon or to facilitate leader humility in conflict management, 

there are valuable experiences for teachers and school leaders to have an opportunity to 

look back at previous conflict situations to see what could have been done better. The 

reflective sessions, led by the conflict coach, addresses the theme of embracing 

imperfection within the current research study. Through reflective sessions, we learn how 

to improve our collective problem-solving skills and a desire to better oneself through the 

implementation of humility in leadership.  

Through reflective sessions, we reflect on past conflicts and learn how to 

implement collective problem-solving. Seven out of 15 participants felt that collective 

problem solving not only demonstrated a leader’s ability to acknowledge their strengths 

and weaknesses but also to improve our listening skills within the conflict situation. A 

school leader named Kevin demonstrated in his interview that, “We need collective 

problem-solving in conflict situations mostly for the different parenting styles that are 

encountered in the public school environment.” Additionally, a school leader named 

Bailey who also participated in the current research study, felt that collective problem 
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solving emphasized mindfulness. Bailey stated that the “words we use” and the tone we 

say them in, have an impact on conflict outcomes.  

Reflective sessions also allow teachers and school leaders to take ownership of 

their mistakes in previous conflicts. Through reflection, we gain an understanding of the 

importance of being fallible. Out of the 15 participants, 12 of them demonstrated the 

importance of “Owning-it” when you make a decision or mistake. The reflective sessions 

provide an opportunity to be able to laugh at yourself on the mistakes you made in those 

previous conflicts. A primary teacher named Cathy stated, “…being able to laugh at 

things at your own expense, standing up and being the butt of the joke sometimes…” 

demonstrates a little self-depreciation of your leadership capabilities.  

More importantly, though, the reflective sessions get participants to engage in 

listening to how others would have handled various conflict situations. We become 

genuine to who we are as leaders and embrace an opportunity to better ourselves through 

conflict management. Moreover, reflective sessions take the leadership role out of the 

individual and into a role as a follower. We learn through followership how conflict can 

look like through another lens and see the opportunities that humility can bring into 

leadership in conflict management. 

Builder workshops. Though reflective sessions provide opportunities to discuss 

and reflect on past conflict situations, builder workshops provide opportunities to 

improve and fine-tune our ability to manage future conflicts. Eleven out of 15 

participants stated that experience with conflict affects your ability to practice humility in 

your leadership role. Like many professions, training exercises like builder workshops, 

provide real-life scenarios to prepare for various situations within the work environment. 
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The participants of the current research study were asked, “What conflict-related 

experiences would you like to see used more in leadership programs?” Though there 

were various answers to this question, 11 out of 15, and four out of four school leaders 

believed that parent-teacher conflicts would be the most valuable experiences to learn 

from. Table 6 demonstrates participants’ feedback on conflict learning experiences. 

Table 6 
 
Conflict Learning Experiences 
 P-T S-S T-T A-P 
Primary Teachers 4 1 1 0 
Secondary Teachers 3 0 1 1 
School Leaders 4 0 0 0 
Total 11 1 2 1 

Note. P-T = Parent-Teacher, S-S = Student-Student, T-T = Teacher-Teacher,  
A-P = Administrator-Parent 
 
Table 6 identifies the need to focus on parent-teacher conflicts above all other forms 

of conflict. Through builder workshops, conflict coaches can develop role-play scenarios 

to help young or inexperienced teachers and school leaders on managing conflict within 

the K—12 public school environment. These builder workshops align with the study’s 

findings that practice in conflict situations provides an ability to increase positive 

outcomes in various situations. Moreover, it provides opportunities to have teachable 

moments on the power of humility in leadership within conflict management.  

Builder workshops cannot only provide practice sessions within conflict and build 

power through humility, but they also provide opportunities to develop future mentors to 

become conflict coaches as well. The bonds that are developed through these workshops 

will build lasting relationships that encourage open dialogue between two or more people 

for sharing their viewpoints, experiences, advisement, and challenges to managing 

conflict within a K—12 public school environment.  
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Moreover, builder workshops establish an informal mentoring program that 

matches experienced teachers and school leaders with inexperienced school leaders and 

teachers. As more mentors establish themselves within the builder workshops, a 

byproduct of additional conflict coaches is established. These additional conflict coaches 

can help facilitate and grow the leadership academy into a more pliant system that takes 

into consideration time constraints on the availability of professional development 

programs within a K—12 public school system. 

Factors and Stakeholders Related to the Solution 

 Multiple stakeholders contribute to the solution for the current research study. 

Figure 7 provides a depiction of who those stakeholders are.  

Figure 7 

Leadership Academy for Conflict Management Stakeholders 
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 Each stakeholder has a role in the success of the proposed solution. Teachers in 

the K—12 public school system were stakeholders who benefited from this solution 

because the participant teachers in this study identified the various conflict situations that 

they encounter every day. Teachers identified that they need more opportunities to 

identify, encounter, and demonstrate a desire to become better leaders in conflict 

management. Most specifically with parents. 

 Parents are identified as stakeholders due in part that teachers and school leaders 

felt that parent-teacher conflict situations were the most valuable from who to learn. 

Implementing the proposed solution would provide opportunities for parents, school 

leaders, and teachers to collaborate on the different aspects of the conflict that happen in 

a K—12 public school environment. Moreover, the reflective sessions as part of the 

leadership academy, provide opportunities to bring teachers and parents together to 

reflect on what happened and how to develop a better way to manage those conflicts in 

the future. 

 School leaders are stakeholders because, as identified by the participants of the 

current research study, many conflicts end up in the hands of school leaders. The 

proposed solution provides opportunities to reflect, educate, and improve upon these 

conflict situations. Additionally, the proposed solution gives school leaders an 

opportunity not only to be seen as a leader but also as a mentor to teachers who desire to 

become school leaders within a K—12 public school environment.  

 Lastly, the Board of Education is a stakeholder of the proposed solution due in 

part that they are voted in by community members who identify themselves as parents, 

teachers, and school leaders. The Board of Education establishes policies and procedures 
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of the school district, the approval of financial budgets for the district, and is the voice of 

their constituents. A school board that values and is engaged in the proposed solution 

provides a foundation of a culture that represents the power of humility in leadership and 

a better path to conflict management.  

Policies influencing the proposed solution. Within public education, some 

policies and regulations guide the institution on best practices for the educational 

environment. Those policies also affect the needs of the district relative to professional 

development. Those professional development needs help to ensure that curriculum and 

instruction are provided in a fair and equitable manner.  

The proposed solution of the current research study would need to demonstrate 

how it aligns with the professional development needs of a public school organization. 

For this to occur, the board of education and the superintendent of schools would need to 

review the proposed solution to verify that it aligns with the professional development 

needs of its staff, and how the proposed solution aligns with improving the curriculum 

and instruction within the classroom.  

Potential barriers and obstacles to proposed solution. The proposed solution is 

only obtainable with buy-in from leaders of the public school organization, and that 

includes the board of education, district leaders, and school leaders. These leaders may 

have compelling priorities of other professional development needs or unwillingness to 

put forth any financial assistance to get the proposed solution put into action. Another 

barrier to the proposed solution would be teachers and parents who may feel 

uncomfortable with the practice of engaging in reflective sessions or builder workshops 

due to their desire to avoid conflict. 
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Financial/Budget issues related to proposed solution. One of the major 

concerns, when a professional development program is introduced in a public school 

environment, is time and money. Most professional development for teachers and staff is 

set aside on designated days during a school year or a summer session. The proposed 

solution has three budget issues: (1) cost for staff to attend training during off-contract 

time, (2) cost to produce a program guide that will lead and guide the conflict coach to 

best possible outcomes of the leadership academy, and (3) cost for any outside consulting 

to develop the leadership academy or cost of additional funding for an internal candidate 

to be assigned the duties of conflict coach. School and district administrators could 

reduce some cost by hosting the leadership academy on designated on-contract 

professional development days, but risk lack of participation due to other competing 

professional development priorities set aside by the district or school administrator. 

Legal issues related to proposed solution. Due in part that parents, teachers, and 

school leaders will be attending reflective sessions and builder workshops that address 

past and possible future conflict scenarios, the proposed solution will need to address 

legal issues relative to the use of names and conflict situations. These can be overcome 

through the use of pseudonyms to protect individuals’ names and situations. Additionally, 

confidentiality agreements should be kept between participants of the program and the 

conflict coach as a promise that information conveyed will remain in secrecy. 

Implementation of the Proposed Solution 

 The researcher will implement the proposed solution, as mentioned in the current 

research study, as part of his school district’s professional development plan. The 

researcher will begin to address the problem immediately and propose the solution as 
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demonstrated in the current research study, to the Superintendent of Schools and the 

Board of Education as part of his career development path as set forth by the 

Superintendent of Schools. To raise awareness of the proposed solution across the 

district, the researcher will host a community meeting with parents, staff, and teachers 

that leverage the study’s findings and showcases the new leadership framework from the 

study’s results. 

 With the approval of the Superintendent of Schools and the Board of Education, 

the researcher will begin to obtain buy-in from teachers and school leaders on the 

importance of leader humility in conflict management. Figure 8 illustrates the process of 

implementing the proposed solution. 

Figure 8 

Implementation of Proposed Solution 
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Factors and Stakeholders Related to the Implementation of the Solution 

 In transforming organizational behavior that values leader humility in conflict 

management, top leaders of the organization should exemplify these values so that it 

indirectly and directly cascades throughout the organization (Schaubroeck et al., 2012). 

Because the change in organizations takes much political skill, it will be vital that the 

Superintendent and school leaders embrace the proposed solution to managing conflict. 

Ferris et al. (2007) stated that leaders who have these virtuous political skills can create a 

positive impact to increase social astuteness, in this case, that increase can promote 

credibility among followers.  

 To ensure the success of implementation of the proposed solution, the 

Superintendent and school leaders should develop positive behaviors on the importance 

of conflict management, this in turn, according to Podsakoff et al. (1997), will develop 

positive outcomes for the organization as a whole. These positive behaviors build not 

only trusting relationships between leadership and staff but also enhances organizational 

performance that can help teachers overcome avoidance in conflict and become engagers 

in conflict.  

 Teachers who see that school leaders are pursuing trusting and positive 

relationships with their staff will build confidence to engage in conflict rather than avoid 

conflict.  They do so knowing that the political skill demonstrated by their leaders, has 

developed a calm sense of confidence that has promoted credibility between leader and 

follower (Ferris et al., 2007).  As demonstrated by Podsakoff et al.’s (1997) study, 

collective leadership that continually emphasizes positive behaviors throughout the 

organization, promotes a behavior that offers a great opportunity to not only build 
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trusting relationships, create interpersonal political skill, and improve employee 

performance, but also embrace the power of humility to manage conflict with positive 

outcomes.   

Leader’s role in implementing proposed solution.  The Superintendent and 

school leaders will have oversight of the proposed solution. Their role is to champion the 

cause of the proposed solution. The researcher of the current study will lead the academy 

along with conflict coaches identified by school leaders, to be vocal advocates and 

supporters of the Leadership Academy of Conflict Management. The conflict coaches’ 

role will be to establish mentorship to other teachers and school leaders on the various 

conflict situations. Additionally, these conflict coaches’ should provide clarity to 

followers of the goals and objectives of the proposed solution  It will be vital that the 

conflict coaches receive support from school and district leadership on the various 

cultural aspects that will be encountered between staff, parents, and students. Moreover, 

after an assessment by school and district leaders on the success or failures of the 

proposed solution, it will be vital that conflict coaches be pliant and adjust strategies as 

the implementation of the academy evolves. 

Building support for the proposed solution. Bowman (2005) stated that 

teachers are looking for leaders who build unique strengths in others and unlock the 

potential of the organization to energize and unite teamwork. Furthermore, the academic 

institutions’ performance and environment are contagious of the leader’s positive or 

negative emotions (Culham & Bai, 2011). To build support for the proposed solution, 

school and district leaders, along with conflict coaches, will need a compelling vision for 
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the academy to raise awareness on the importance of leader humility in conflict 

management.  

 To gain support for the solution from teachers and staff, it will be vital that the 

conflict coaches that are chosen by school leaders are those individuals who are respected 

by their peers and have much experience in the field of education. Members of the 

leadership academy will need positive reinforcement by the conflict coaches so that the 

energy built into the program unlocks the strengths and potential of followers to achieve 

positive outcomes to conflict management. Additionally, there will be a need for a 

communication strategy that demonstrates the strengths and weaknesses of the proposed 

solution. Figure 9 demonstrates the proposed communication strategy. 

Figure 9 

Communication Strategy 
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to the academy to be more effective in obtaining the goals and objectives of the proposed 

solution. Once a full year of implementation has been achieved, school leaders, district 

leaders, conflict coaches, and board of education, should measure all feedback and adopt 

changes that reflect the continuous feedback that was received from participants within 

the academy. 

External implications for the organization. The setting for the current research 

study took place in a New Mexico K—12 public education environment. The broader 

context for this study’s implications would apply to many other public school districts 

within and outside the state of New Mexico. The proposed solution, if successful, could 

bring notice to other public school districts on the importance of conflict management 

and the power of leader humility. Other implications of this proposed solution would be 

positive press from the New Mexico School Board Association (NMSBA) on best 

practices in managing conflict among various stakeholders in public education. 

Evaluation and Timeline for Implementation and Assessment 

 The researcher would like to begin implementation of the proposed solution upon 

receiving approval from the committee on the passing of this researcher’s defense. The 

researcher predicts that it will take two to three months to receive a Board of Education 

approval to implement, or develop, the proposed solution. After approval from district 

leadership, the researcher will develop the core outline of the proposed solution and begin 

working with school leaders on finding the appropriate personnel to be conflict coaches.  

 After the identification of conflict coaches, the researcher will work with these 

coaches over the course of the school year to develop a plan to implement the proposed 

solution. The researcher predicts that the following summer professional development 
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institution, provided by the school district, will include the Leadership Academy of 

Conflict Management. After implementation, the researcher will assess during the 

program, through surveys and open-ended communications, on the success or failures of 

the proposed solution. Moreover, the researcher will also provide a follow-up survey at 

the end of the year to see if the proposed solution made a difference in managing conflict 

with the various stakeholders in public education. 

Implications 

Practical Implications 

 The current research study contributed to the greater good of the public education 

setting by providing a proposed solution that school and district leaders can use to 

alleviate the negative outcomes that can occur with conflict management. Teachers also 

benefit from the proposed solution as they learn from their mentors in this case, the 

conflict coach regarding, how to implement humility in leadership when dealing with 

conflict management. Furthermore, the public school organization, through this proposed 

solution, develops a culture that instills the power of humility in conflict management and 

the leadership of the organization.  

Implications for Future Research 

 The current research study provided a baseline approach to the power of humility 

in public education. The focus of the study was the implications of the power of humility 

in conflict management, in an environment that has many stakeholders intertwined within 

its academic organization. There are three areas that this researcher believes that the 

study can contribute to for future research: (1) a quantitative study that would increase 

the participation of teachers and school leaders that would gather results on the 
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implications of humility in public education, (2) a study that focuses on ethnicities or race 

of individuals who work within public education on the implications of humility, and (3) 

a study that focuses on a specific type of conflict within public education and the 

implications of humility in those conflicts. These implications are discussed further in the 

following sub-sections. 

 Quantitative study. The current research study evaluated and analyzed 15 

volunteer participants through a grounded theory methodology using a semi-structured 

open interview protocol. The current research study provided insight and substance to the 

various answers to the questions asked during this study. Future research using 

quantitative methods, such as a survey, could gather more information from volunteer 

participants on the implications of leader humility in conflict management. It is the 

opinion of this researcher that the research performed, lacked the opinions of various 

demographic groups due to lack of time to participate, or due to fear of participation in 

the face-to-face interview process. A quantitative study provides another outlet for 

various participants to contribute to the study of leader humility and conflict 

management. 

 Ethnicity and race. The current research study searched out volunteer 

participants on the subject of leader humility and conflict management. Out of the 15 

participants, only three considered themselves a race outside of Caucasian. Future 

research could target individuals who are of the race outside of Caucasian. Moreover, the 

current research study was based in the state of New Mexico, a state that is considered a 

minority-majority state, but in the current research study lacked participants from Native 

Americans, Hispanics, and Latino backgrounds. Their views on leader humility could 
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contrast with those who are Caucasian and provide insight into the implications of leader 

humility within their cultures. 

 Focus on one particular conflict situation. The current research study asked 

participants about what they found to be the most important conflict management 

situation that they could learn from. The majority of participants felt that parent-teacher 

conflicts were the most valuable to learn from. Future research could focus on that one 

particular conflict and evaluate the implications of leader humility. Moreover, other 

conflicts could be evaluated in more detail to flush out the various variables that cause 

those conflicts and how the implication of leader humility could have produced positive 

outcomes to those conflicts.  

Implications for Leadership Theory and Practice 

 The transformational leadership model guided the current research study. 

Transformation leadership is theorized to transform followers within an organization to 

perform at higher levels through inspirational motivation, idealized influence, intellectual 

stimulation, and developing congruent behaviors that value the leaders’ principles 

(Goodwin, Whittington, Murray & Nichols, 2011).  The current research study provided 

evidence that when conflict management is paired with leader humility, there are 

opportunities to transform organizational behavior that values humility as a positive 

outcome to the various conflicts that take place every day in public education.  

These positive outcomes of conflict management provide opportunities to 

demonstrate to outside stakeholders how a climate can be built through the power of 

leader humility. Through the practice of humility in conflict management, leaders build 

the foundation of an organization to mirror their leadership style. Followers will then 
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recognize the importance of humility within conflict management and use it as a model at 

every level of conflict that they experience. In transforming organizational behavior that 

values humility we build trusting relationships that can help leaders mitigate conflicts that 

arise in the school setting.  

Leader humility in transformational leadership develops positive organizational 

behavior through the continuous pursuit of ethical conduct (Caldwell et al., 2011), 

balancing the interests and feedback from all stakeholders within and outside the 

organization (Oliver, Statler, & Roos, 2009), and investing in their employees to develop 

cultural norms of interests which emphasizes humility when dealing with conflict 

management. The participants of the current research study provided insight into the 

factors that influence the outcomes of conflict management. The power of humility as 

confirmed by the volunteer participants of the current research study show that humility 

can reinforce the importance of equality among all stakeholders when dealing with the 

many various conflict situations that arise in public education. 

Summary of the Study 

 The purpose of this grounded theory study was to understand how teachers and 

school leaders perceive the practice of leader humility in managing conflict within a K—

12 public school district in New Mexico. The aim of this study was to create an evidence-

based solution for identifying how leader humility could be practiced in situations 

requiring conflict management in a K—12 public school setting. Applying a grounded-

theory approach using a semi-structured open interview process, the researcher conducted 

interviews of 15 volunteer participants identified as either a teacher or school leader and 
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analyzed the results to develop two major themes that were supported by six contributing 

categories from the results of the current research study. 

 The results of the current research study demonstrated two important themes of 

the impact of leader humility in conflict management: (a) modeling behavior and (b) 

embracing imperfection. These two themes were supported by six contributing categories 

from the current research study. From the two themes, the researcher developed a 

proposed solution that would increase the positive outcomes of conflict management. The 

researcher created a new evidence-based framework to support the proposed solution: 

Leadership Academy of Conflict Management.  

 The researcher will implement the solution as part of his professional 

development plan in his place of work. The researcher will utilize the proposed solution 

to raise awareness on the power of humility in conflict management. Moreover, the 

proposed solution provides an opportunity to create an environment within the public 

school setting that embraces the power of humility in leadership. Public school leadership 

can then utilize this new framework to focus on building positive and cohesive 

partnerships with various stakeholders on the outcomes of conflict management.  

 If school leaders and teachers embrace the power of leader humility in conflict 

management, they could alter the outcomes to the various conflict situations they 

encounter every day in public school organizations. Through humility, teachers and 

school leaders discover the practice of transformational leadership, a practice that has an 

ability for an organization to develop strong and compassionate leaders that puts their 

constituents’ needs before their own. The power of humility embraces the greater good of 
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society through the acknowledgment that all are created equally, and all stakeholders 

contribute to the outcomes of public school organizations.  
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Appendix A 

Bill of Rights for Research Participants 
	
As a participant in a research study, you have the right: 
 

1. To have enough time to decide whether or not to be in the research 
study, and to make that decision without any pressure from the people 
who are conducting the research.  

2. To refuse to be in the study at all, or to stop participating at any time 
after you begin the study. 

3. To be told what the study is trying to find out, what will happen to 
you, and what you will be asked to do if you are in the study. 

4. To be told about the reasonably foreseeable risks of being in the 
study. 

5. To be told about the possible benefits of being in the study. 

6. To be told whether there are any costs associated with being in the 
study and whether you will be compensated for participating in the 
study. 

7. To be told who will have access to information collected about you 
and how your confidentiality will be protected. 

8. To be told whom to contact with questions about the research, about 
research-related injury, and about your rights as a research subject. 

9. If the study involves treatment or therapy: 

a. To be told about the other non-research treatment choices you 
have. 

b. To be told where treatment is available should you have a 
research-related injury, and who will pay for research-related 
treatment.  
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Appendix B 

Interview Protocol 

Time of Interview:  
Date: 
Place: 
Interviewer: Pierce Jones 
Interviewee: 
Pseudonym:  
Position of Interviewee: 
 
Good morning/afternoon, my name is Pierce Jones. I am a doctoral student conducting 
research for my dissertation. I appreciate you volunteering to be a participant for this 
research project on leader humility and conflict management in K—12 public education. 
I want to remind you that your comments will remain confidential and anonymous. Your 
participation in this interview is voluntary and you may refuse to participate or leave the 
study at any time.  
 
This interview is being recorded. If you would like to move forward, please indicate your 
approval to record the call by saying yes. We can take a break at any time and please feel 
free to ask if you have any questions during this short time together.  
 

1. How would you characterize yourself as a teacher/principal dealing with conflict 

management?  

 Engaged 

 Reluctant to Engage 

 Avoider 

 Observer 

 Other  

2. Can you tell me a bit more why you chose that response? 

3. Tell me about a time when you were involved in a conflict situation? Who were 

the key participants in that conflict? What were the outcomes? 

4. Tell me how your views have changed since you were involved in that conflict. 

What did you learn from that experience? 
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5. As a teacher have you ever observed a leader do something in a conflict situation 

that challenged you to think differently about how to manage conflict? 

6. Describe what leader humility means to you? 

7. Using the following scale, how would you describe the importance of leader 

humility to conflict management? (1) Very important, (2) Somewhat important, 

(3) Neither important, (4) Somewhat unimportant, and (5) Not important 

8. If I were to ask you to name the top three factors that most influenced your 

response to that question what would those factors be? 

9. What conflict-related experiences would you like to see used more often in 

leadership programs? For example, would leadership programs that focus on 

parent-teacher, teacher-administrator, or teacher-community conflicts be a 

valuable training exercise? Is there one conflict situation more valuable than the 

others? 

10. As a teacher, you are a leader in your classroom. What have children taught you 

about leadership when it comes to conflict? 

11. Is there anything else you think that I should know about the purpose and practice 

of humility? Do you find it challenging or easy to do?  

12. Is there anything you would like to ask me? 
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Appendix C 
 

Interview Protocol 

Time of Interview:  
Date: 
Place: 
Interviewer: Pierce Jones 
Interviewee: 
Pseudonym:  
Position of Interviewee: 
 
Good morning/afternoon, my name is Pierce Jones. I am a doctoral student conducting 
research for my dissertation. I appreciate you volunteering to be a participant for this 
research project on leader humility and conflict management in K—12 public education. 
I want to remind you that your comments will remain confidential and anonymous. Your 
participation in this interview is voluntary and you may refuse to participate or leave the 
study at any time.  
 
This interview is being recorded. If you would like to move forward, please indicate your 
approval to record the call by saying yes. We can take a break at any time and please feel 
free to ask if you have any questions during this short time together.  
 

1. How would you characterize yourself as a teacher/principal dealing with conflict 

management?  

 Engaged 

 Reluctant to Engage 

 Avoider 

 Observer 

 Other  

2. Can you tell me a bit more why you chose that response? 

3. Tell me about a time when you were involved in a conflict situation? Who were 

the key participants in that conflict? What were the outcomes? 

4. Tell me how your views have changed since you were involved in that conflict. 

What did you learn from that experience? 
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5. Describe what leader humility means to you? 

6. Using the following scale, how would you describe the importance of leader 

humility to conflict management? (1) Very important, (2) Somewhat important, 

(3) Neither important, (4) Somewhat unimportant, and (5) Not important 

7. If I were to ask you to name the top three factors that most influenced your 

response to that question what would those factors be? 

8. What conflict-related experiences would you like to see used more often in 

leadership programs? For example, would leadership programs that focus on 

parent-teacher, teacher-administrator, or teacher-community conflicts be a 

valuable training exercise? Is there one conflict situation more valuable than the 

others? 

Questions for Principals: 

9. In your leadership experience as a principal, what insights can you provide me 

about conflict management within schools that I may not have considered? 

10. As a principal of your school, what have you learned, from other leaders within 

and outside your school district, about conflict management? 

11. Leader humility is the topic of this research, as a leader of your school, how 

challenging can leader humility be in the framework of conflict management? 

12. Is there anything else you think that I should know about the purpose and practice 

of humility? 

13. Is there anything you would like to ask me? 
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Appendix D 

Please note that Creighton University IRB-02 Social Behavioral has taken the following 
action on IRBNet: 
 
Project Title: [1220716-1] How Leader Humility Affects Conflict Management in K—12 
Public Education: A Grounded Theory Study 
Principal Investigator: Pierce Jones, EDd 
 
Submission Type: New Project 
Date Submitted: April 2, 2018 
 
Action: APPROVED 
Effective Date: April 6, 2018 
Review Type: Exempt Review 
 
Should you have any questions you may contact Christine Scheuring 
at christinescheuring@creighton.edu. 
 
Thank you, 
The IRBNet Support Team 
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Appendix E 

 
Dear Participant, 

As a doctoral student in organizational leadership, I am writing to request 

permission to conduct a study on leader humility and conflict management. I am 

currently enrolled in the Ed.D Program in Leadership at Creighton University in Omaha, 

NE. I am seeking to administer and interview both school leadership and teachers in an 

effort to learn more about conflict management and its association with leader humility. 

While much attention has been focused on leader humility and conflict 

management in the private sector, little research has been done on leader humility and 

conflict management within a public school setting. There are many stakeholders that 

public school employees deal with every day. Conflict is inevitable with so many 

stakeholders’ voices needed to be heard.  

It is the researcher’s hope that the current research study will contribute to an 

understanding if leader humility is the appropriate method to managing those conflicts. 

Staff members, who volunteer to participate, will be given a consent form, and a letter 

acknowledging an agreement between me, the investigator, and the participant, to remain 

anonymous and confidential. No costs will be incurred by either the school district or you 

as the participant. 

Participating in this study has minimal risk. Should you feel that during the 

interview process that there is emotional stress to answering the questions, you as a 

participant of this study can withdraw at any time. I assure you, as a participant of this 

study that all data obtained will be kept confidential and stored on encrypted disk space. 
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Furthermore, pseudonyms will be used to protect individual’s real names from being used 

in the study. 

The benefits of this research, if you were to complete it, would help develop a 

framework of developing enhanced leadership programs in the future that emphasize the 

need for implementing leader humility into conflict management. If you have any further 

questions or concerns about this research, please contact me, Pierce Jones, via telephone 

at 505-614-6015 or via email, at piercejones78@gmail.com . The bill of rights as a 

participant of this study is below. If you have further questions about your rights, you 

may also contact the Institutional Review Board at 402-280-2126. 

Sincerely, 

Pierce Jones	
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Appendix F 
 

 
Leader Humility and Conflict Management in K—12 Public Education 

 
Consent to take part in research 

 
I……………………………………… voluntarily agree to participate in this research 
study.  
 
I understand that even if I agree to participate now, I can withdraw at any time or refuse 
to answer any question without any consequences of any kind.  
 
I understand that I can withdraw permission to use data from my interview within 30 
days after the interview, in which case the material will be deleted.  
 
I have had the purpose and nature of the study explained to me in writing and I have had 
the opportunity to ask questions about the study.  
 
I understand that I will not benefit directly from participating in this research.  
 
I agree to my interview being audio-recorded.  
 
I understand that all information I provide for this study will be treated confidentially.  
 
I understand that in any report on the results of this research my identity will remain 
anonymous. This will be done by changing my name and disguising any details of my 
interview which may reveal my identity or the identity of people I speak about.  
 
I understand that signed consent forms and original audio recordings will be retained in 
an audio format and stored for up to two years on a password protected memory device 
 
Signature of research participant  
 
----------------------------------------- ----------------  
 
Signature of researcher  
I believe the participant is giving informed consent to participate in this study  
 
------------------------------------------ ----------------------  
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Appendix G 

Letter of Agreement 
 

DATE: April 2, 2018 
 
To the CU IRB: 
 
 We are familiar with Pierce Jones’s research project entitled 

 How Leader Humility Affects Conflict Management in K—12 Public Education: 

A Grounded Theory Study 

I understand (left blank) Public School’s involvement to be voluntary and that up 
to 18 individuals will complete a 30-45 minute interview session about the topic of leader 
humility and conflict management. All data collected will remain confidential and 
anonymous. Furthermore, no costs will be incurred by either the (left blank) Public 
School District or the individual participants.  
 
 We understand this research will be carried out following sound ethical principles, 
that participant involvement in this research study is strictly voluntary, and 
confidentiality of participants’ research data is ensured, as described in the protocol. 
 

(Left blank) Public Schools is compliant with the Pupil Rights Amendment.  
 
 Therefore, as a representative of (left blank) Public Schools, I agree Pierce 
Jones’s research project may be conducted at our agency/organization. 
 
Sincerely, 
  – Superintendent of Schools   

 

 

 

 




