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ABSTRACT 

This study investigates Industrial conflicts and employees productivity, three research 

questions and objectives of the study were raised to examine the causes of industrial conflicts 

in Nigeria, examine the relationship between workers productivity and industrial conflicts and 

analyze the possible solutions to industrial conflicts in Nigeria . 

Relevant Literature from different author were reviewed and the study evaluates that the sample 

required for the study was based on the population of the study which was the staff of the 

University of Benin, the sample size is set at 300. The instrument was validated by the research 

supervisor. 

The findings of the study shows that there is a significant relationship between industrial 

conflicts and employees productivity  as most reponses were alike, and that the solutions 

proffered for industrial conflicts are feasible. The study recommends that Industrial conflicts 

is unavoidable but proper management can aid it to be beneficial to the organization, while 

mismanagement can have negative effect on the productivity of employees. The researchers 

suggest that proper steps are to be put in place to ensure that conflicts are properly managed 

and solved through negotiation, meditation, conciliation, arbitration litigations etc. The study 

critically shows how every industrial conflict can affect the organization in either way 

negatively or positively depending on how the organization chooses to manage it. It leverages 

on the strength and weakness of the organization in managing and resolving conflicts. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background to the Study 

The continuous and successful operation of the organizational assets (both human and material) 

is heavily reliant on knowledge and motivation to fulfil business objectives (growth, profit, 

market share, etc.). Employees who are viewed as the means by which organizational 

objectives are attained, on the other hand, do not generally agree or comply to the organization's 

administrative processes and ideology. This condition frequently leads to various types of 

industrial strife. Industrial conflict has been stated to be a cankerworm that has infiltrated most 

institutions, both public as well as private (Blackburn, 2020). A lot has been done to ensure 

that workers and employees maintain a right frame of mind in order to give the organization 

their best and achieve organizational productivity. Scholars have noticed a close relationship 

between employee's attitude of thinking and their production potential. Employee and 

organizational productivity can only be accomplished if personnel are given the greatest 

possible conditions in order to deliver their best. Workers contribute more than 70% of 

corporate goals and objectives to attaining profitability (Avgar 2020). 

According to Kaplan (1992), staff productivity is not only financially reliant, but also non-

financially dependent, ensuring a level of compliance with company objectives and goals. 

Productivity is a component of capacity and inspiration, where capacity includes the abilities, 

an asset necessary to complete tasks. While an inspiration is portrayed as an internal strength 

that motivates people to do anything. Employees are also considered to be more sensitive to 

turnover if they are dissatisfied and hence lose incentive to work well. A happy and pleased 

employee is more productive, and it is simpler for management to inspire top performers to 
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achieve ibusiness igoals i(Bingham, i2016). iEmployee iproductivity ideclines ias ia iresult iof 

ian iorganization's ireward iand iperformance imanagement iefficacy. iWhen ia icorporation 

imaintains ihigh ilevels iof iperformance iin icomparison ito iits icompetitors, iit ihas ia 

icompetitive iadvantage. i iProductivity iis iaffected iby ielements isuch ias ijob isatisfaction, 

iorganizational idedication, isalary, iand iincentives. iEmployee imotivation iis ithe imost 

iimportant ielement iinfluencing iproductivity. iIsa i(2015) iemphasized ithe inecessity iof 

iincreasing iproductivity iso ithat iworkers imay iperform ibetter iand ivice iversa. iOther 

ivariables ithat iincrease iproductivity iinclude iimproving istaff iabilities iand ioffering 

itraining i(Avgar i2020). i 

Internal i(intra-personal) iand iinterpersonal idisputes iconsume iso imuch iorganizational 

itime iand iattention iin imany iNigerian ifirms itoday ithat iit iappears ithat iconflict iis itheir 

icore ibusiness i(Avgar i2020). iConflicts iare ia iregular ioccurrence iin ievery iorganization. 

iConflict, iaccording ito iEster, iAgustine, iand iOsunsan i(2020), iis icommonly idefined ias 

ia idisagreement iover iinterests iand iviews. iConflict ioften iemerges ias ia iconsequence iof 

ia idispute ior idisagreement iamong itwo iparties iand iis idefined iby ithose iinvolved 

iinability ito iresolve itheir idifferences. iConflict iis, iby idefinition, iuniversal, ipervasive, 

iand iunavoidable iin ihuman ilife i(Blackburn, i2020). iThe inotion iof iindustrial irelations 

ientails ian iexchange iconnection ibetween itwo ikey iplayers, inamely iworkers iand itheir 

iemployers, ias iwell ias ithe istate's iintervening irole. iTo isummarize, iconflict iis ia iresult 

iof ihuman iinteraction iand irelationships. iIndustrial iconflict ican ithus ibe idefined ias ithese 

iparties' iinability ito ireach iagreement ion iany iissue irelated ito ithe iobject iof ibetween 

iemployers iand iworkers iinteraction, iwhether ior inot ithe ilack iof iagreement iresults iin 

istrikes ior iother iforms iof iprotest. iIndustrial idisputes iare iunavoidable iin ibusinesses iand 

ihave ithe ipotential ito idevastate ia ibusiness iif inot imanaged iappropriately. 

iWages/salaries, ibad iworking iconditions, ipartialities, idiscrimination, iand iother ifactors 
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ican iall icontribute ito iworkplace idisputes. iNigeria ihas iseen iits ifair ishare iof iindustrial 

icrises, idating iback ito i1964, iwhen ithe iUnited iLabor iUnion icalled ia inationwide 

iindustrial istrike iover ithe ifailure ito iimplement ithe iimproved iwage isystem. iWorkers 

iprotested ion ithe istreets iof iNigeria's imain icities, iand iseveral ilabor ileaders iwere 

itortured iby ithe ipolice ias ia iresult i(Okolie i& iKawedo, i2018). i 

The ieducational isector iwhich iis ia imajor ispring iboard ifor iany inations idevelopment iand 

igrowth ihas ihad iits ishare iin ithe iindustrial iconflict iover ithe iyears. iDuring ithe ilate 

iGeneral iSani iAbacha's irule, ithe iacademic istaff iunion iof iuniversities i(ASUU) iwent ion 

istrike ifor imore ithan ia iyear iin i1994, iciting iinadequate iworking iconditions. iIn i2002, 

iASUU ialso iwent ion istrike ifor isix imonths iover ithe ipromised ibetter iworking 

iconditions. iIn i2010, ithe iacademic istaff iunion iof iuniversities iin iNigeria, inotably iin ithe 

isouth-eastern istates, iwent ion istrike ifor ifive imonths iover ithe ifailure ito iexecute ithe 

i2009 iFG-ASUU iagreement. iIn i2014 iduring ithe iGoodluck iJonathan iadministration, 

ithere iwas ian iindustrial istrike iaction iby iASUU iwhich ilasted ifor i6 imonths iwhile iin 

i2022, ithere iwas ialso ianother iindustrial istrike iaction iwhich ilasted ifor i8 imonths. iAgwu 

i(2022) istated ithat ione iof ithe imajor iand iobvious ishortfall iof ithe iPublic itertiary 

iinstitutions iin iNigeria iis ithe iindustrial iconflict iwhich iexists ibetween iASUU iand ithe 

ifederal igovernment iwhich ihas ihad itremendous iimpact ion ithe iacademic iperformance 

iof istudents iand ialso ion ithe ieffective iand iefficient iproductivity iof iemployees iin ivaries 

ipublic itertiary iinstitutions iacross ithe icountry. iConsidering ithe ipast ihistory iof iNigeria 

iindustrial irelations, iIt iis ireasonable ito iassume ithat iindustrial idisputes iare ia iprominent 

ifeature iin iNigerian ilabor irelations iand imay ihave ian iimpact ion ithe icountry's 

iproductive icapacity iif iignored ior imanaged iimproperly. 

1.2 Statement iof ithe iresearch iProblem 
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Industrial icrises ihave ibecome icommon iin iNigerian ilabor irelations. iThis ihas ihad ia 

isignificant iimpact ion ithe icountry's ieconomy, ias ithe igross idomestic iproduct i(GDP) ihas 

ibeen idepleted, iresulting iin iemployment ilosses. iThere ihave ibeen iseveral iconflicts iand 

idisagreements ibetween iNigerian iemployees iand itheir iemployers, iwhich ifrequently ilead 

ito iindustrial iaction iand icrises, iaffecting ithe icountry's ieconomy isince imillions iof inaira 

iare ilost ieach itime iNigerian iworkers igo ion istrike. iThe ifailure ito icope iwith 

idisagreement iat iwork ican iresult iin isignificant iloss iof iproductivity iand iemotionally 

iinfluence ithe ipersons iand igroups iinvolved iin ithe idispute, iwhich ican ilead ito 

idiscrimination, iunjust itreatment, iand ithe iunwillingness ito iask ifor iwhat ione ineeds, 

iamong iother ithings. iThe iprevalence iof iindustrial iconflict iin iNigeria iis iso iconcerning 

ibecause iof iits idamaging iimpact ion icorporate ioperations iand igrowth ithat iit ihas 

ibecome ia isource iof iconcern ifor iindividuals iworking iin ithe ieconomic isector i(Agwu, 

i2022). iThe irecorded iindustrial istrikes iin ithe ipast idecades ihas iresulted ito itremendous 

icollapse iof ithe ieducational isector iand ialso iin ithe iproductivity iof iemployees. iGiven 

ithe ilast iindustrial istrike iwhich ilasted ifor i8 imonths, iit iwas irecorded ithat iat ileast i2 

istaffs idied iwith ione irecorded ideath iin ithe iUniversity iof iBenin, idue ito idepression 

iwhile iothers iwere ileft ito ifind iother isource iof ilivelihood idue ito inon-payment iof 

isalaries ibecause iemployees iwere inot ipaid itheir isalaries iduring ithe istrike iperiod iwhich 

ihas iresulted iin imany iemployees ihaving ia ilackadaisical iattitude itowards itheir ijob, ithus 

ireducing itheir iproductivity. iIn imany icases, iindustrial istrikes ihas imade iemployees ito 

ihave ithe inotion iof i“it iis inot imy ifather’s ibusiness” iand iso ido inot igive iin itheir ibest 

iin idelivering itheir iservices ieffectively. i 

Furthermore, iAgwu i(2022) istated ithat iin imany isections iof ipublic iestablishment, 

iworkers ino ilonger istay itill ithe iclosing ihours ibefore ithey ileave ithe ioffice. iThis ihas 

ibeen ias ia iresult iof ithe ifact ithat imany iworkers ihave inow idecided ito ibuild itheir 
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ipersonal ibusiness ialongside itheir ijobs ishould iin icase iof ifuture iindustrial istrike iactions. 

iThis iis ihowever inot igood ias iit ireduces ithe iconcentration iand izeal iof iworkers iin itheir 

ijob idelivery. iIt iis iagainst ithis ibackdrop ithat ithis iresearch iis iconducted ito iexamine 

iindustrial iconflict iand iits iimpact ion iemployees’ iproductivity. i 

1.3 Research iQuestions i 

The ifollowing iresearch iquestions iwere iraised ito iguide ithe istudy, ithey iinclude: 

1. What iare ithe icauses iof iindustrial iconflicts iin iNigeria? 

2. Is ithere ia irelationship ibetween iworkers iproductivity iand iindustrial iconflicts? 

3. What iare ithe ipossible isolutions ito iindustrial iconflict iin iNigeria? 

1.4 Objectives iof ithe iStudy 

The ifollowing iare ithe iaims iand iobjectives iof iengaging iin ithis istudy 

1. To iascertain ithe icauses iof iindustrial iconflicts iin iNigeria 

2. To iexamine ithe irelationship ibetween iworkers iproductivity iand iindustrial iconflicts. 

3. To iproffer isolutions ito iindustrial iconflict iin iNigeria. 

1.5 Research iHypothesis 

The ihypothesis iis ipresented iin ithe inull iform. 

Ho1: iThere iis ino isignificant irelationship ibetween iindustrial iconflict iand iworkers 

iproductivity 

1.6 iSignificance iof ithe istudy 
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The istudy iof iindustrial iconflict ihas itheoretical ias iwell ias ipractical iimplications. 

This itheoretical iresearch iwould ibe ivaluable ito iacademics, istudents, iand ianybody ielse 

iwho iwants ito iunderstand imore iabout ithe imeaning, icauses, iimpacts, ipotential 

ialternatives, iand isolutions ito iindustrial idisputes iin ihigher ilearning iinstitutions iin 

iNigeria. 

It iis ialso iof ipractical iimportance ito ithe iNigerian igovernment's imanagement iand iits 

iemployees, ias iit iwill iassist ienhance iindustrial irelations, ieconomic ibargaining, iand 

icollective iunderstanding iamong ithem. 

It iwould ialso igive ipractical iindustrial ipeople imanagers iwith iinformation iabout ithe 

icauses, iimpacts, iand ipotential isolutions ito iindustrial iconflicts. 

1.7 Scope iof ithe iStudy 

This iresearch ifocuses ion ithe iimpact iof iindustrial iconflicts ion iworker iproductivity. iThe 

iUniversity iof iBenin, iBenin iCity, iis ia icase istudy ithat iwill ibe iinvestigated iin ithis 

istudy. iIt iwill iinvestigate ithe iorigins iand iresolutions iof iindustrial iconflicts, ias iwell ias 

ithe ilink ibetween iindustrial iconflicts iand iworker iproductivity. 

1.8 Operational iDefinition iof iKey iTerms 

There iare ivarious iterms iwere iused iseverally iduring ithe icourse iof ithis istudy, isome iof 

iwhich iare: 

Conflicts: iIt iis ia iscenario iin iwhich ipeople, igroups, ior inations iare iengaging iin ia 

iheated idebate ior iconflict iover icompeting iideas ior iideals. 

Industrial iconflict: iIt iis ia idispute ior idifference ibetween imanagement iand iworkers iin 
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ithe iwork iplace. iit ican iarise ias ia iresult iof idifferent ithings. 

Negotiation: iIt iis ia iformal iconversation iheld ibetween itwo ior imore ipersons iin iorder 

ito iestablish ian iagreement ion ia icertain iproblem. 

Strike: iIt iis ia itemporary irefusal ito iwork iwithin ithe iterms iof ithe icurrent ijob icontract. 

iIt iis ifrequently idone iin iorder ito iget ia icertain iconcession ifrom itheir iemployer. 

Industrial iaction: iIt iis ithe iattitude iof ione iside ito ia idisagreement iin iorder ito iforce 

ithe iother iparty ito iaccept iits idemands. 

Poor iperformance: iIt idenotes ia icircumstance iin iwhich ian iemployee ifails ito ireach ithe 

iintended iaim iin ithe ispecific itask iallocated ito ihim ior iher iin ithe icompany. 

1.9. i i i iLimitation iof ithe iStudy 

Since ithe istudy iis ion iindustrial iconflict iand iemployees iproductivity, iit iis iimpossible 

ito irule iout ithe ifact ithat iconflict imanagement iand ithe iway iit iaffects iemployee 

iproductivity iis ilikely ito ivary ifrom iorganization ito iorganization. iThe ivariables ithat 

iwere iused imay inot ibe iaccurate, iwhich iwould iseverely ilimit ithe istudy's iability ito 

iproduce iaccurate iresults, ias ithe idata iwere imajorly itaken ifrom ithe istaffs iof ithe 

iUniversity iof iBenin. iThere iare iother iexternal ieconomics ifactors ithat iweren't 

iadequately iconsidered. iTime iand ifinancial iconstraints iwere ialso isome iof ithe 

ilimitations iexperienced iby ithe iresearcher. 
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CHAPTER iTWO 

LITERATURE iREVIEW 

All irelevant imaterial irelating ito ithe itopic imatter iof ithis iresearch ieffort iwill ibe 

iidentified iand iexamined iin ithis ichapter iunder ithe ifollowing isubheadings: iemployee 

iproductivity, iindustrial iconflict, iconflict iresolution, iand iconflict itheories. 

2.1 iConcept iof iEmployee iProductivity i 

Employee iproductivity i(also iknown ias iworkforce iproductivity) iis ia imeasure iof ia 

iworker's ior igroup iof iworkers' iefficiency. iProductivity imay ibe imeasured iin iterms iof 

ian iemployee's iproduction ithroughout ia icertain itime iperiod. iProductivity, iaccording ito 

iJason iand iGlenwick i(2016), iis ian iindicator iof ithe iamount iand ilevel iof iwork idone 

iwhile itaking iinto iaccount ithe icost iof ithe iresources iused. iThe ihigher ian iorganization's 

iproductivity, ithe igreater iits iedge iover icompetitors, ibecause ithe iexpenses iof iproducing 

iits iproduct ior iservice iare ilower. iImproved iefficiency idoes inot ialways iimply ihigher 

ioutput; ipossibly ifewer iworkers i(or iless imoney ior itime) iwere irequired ito igenerate ithe 

isame iamount. iAccording ito iAvgar i(2020), ioutcomes iare ioften ithe ifinal iand ispecified 

ioutputs irequested ifrom ithe iemployee. iHowever, iresults iare inot inecessarily irepresented 

ias igoods ior iservices ifor ian iinternal ior iexternal icustomer. iThey imay ibe iin iterms iof 

ifinancial isuccesses, icommunity ieffect, iand iso ion, iwith ioutcomes istated iin iterms iof 

icost, iquality, iquantity, ior itime. i i 

Measuring iproductivity ientails imeasuring ihow ilong iit itakes ian iaverage iworker ito 

iproduce ia icertain iamount iof ioutput. iThe iamount iof itime ithat ia igroup iof iemployees 

ispends ion icertain itasks isuch ias iproduction, itravel, ior iidle itime ispent iwaiting ifor 

imaterials ior ifixing idamaged iequipment ican ialso ibe iobserved. iThe iapproach ican iassess 
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iwhether iemployees iare idevoting itoo imuch ienergy iaway ifrom iproduction ito inon-

productive itasks iThe ifirm ihas iinfluence iover ithis. iEmployee iproductivity imay ibe 

idifficult ito iquantify, iyet iit ihas ia idirect iimpact ion ia icompany's iearnings. iAn iemployer 

ihires iwith iproductivity iin imind iand imay iassess ia iworker's italents iat ithe iinitial ijob 

iinterview. iHowever, ithere iare ivarious ielements ion ithe iworkplace ithat iassist ian 

iindividual imaximize iwhat ithey iaccomplish i(Lake, i2000). iAccording ito iTierney i(2009), 

imaybe ino iother iresource iemployed ifor iproductivity iin ibusinesses iis ias iextensively 

iexamined ias ihuman iresources. iMany iof ithe ioperations icarried iout iin ia ihuman 

iresource isystem iare iintended ito ihave ian iimpact ion iemployee ior icompany iproductivity. 

iHuman iresource iactivities idirectly ilinked iwith iproductivity iinclude ipay, iassessment 

isystems, itraining, iselection, ijob idesign, iand icompensation i(Avgar, i2020). i 

According ito iBelanger iet ial. i(2015), ireducing ilabor iexpenses iand ienhancing 

iproductivity ithrough ithe iformation iof iclearer ilinks ibetween icompensation iand 

iperformance iare icritical ihuman iresource imanagement icomponents iof icompetitive 

iadvantage. iFurthermore, irising iworries iabout iproductivity iand isatisfying iconsumer 

iexpectations ihave isparked ifresh iinterest iin istrategies iaimed ito ipush istaff ito ido imore. 

iImproving iproductivity ientails iworking ismarter irather ithan iharder. iAlthough 

idetermining ithe iproductivity iof ia iknowledge iworker iis idifficult, iBingham i(2016) 

idiscovered ithat ithe iproductivity iof iknowledge iworkers iis ireliant ion ithe iquality iof 

iwork irather ithan ithe iquantity. iQuality ihere iis ithe isubstance iof ithe iwork, inot ia 

iminimum iand ia iconstraint. iWhen ievaluating ia iteacher's iproductivity, iwe iare inot 

iinterested iin ihow imany istudents imay ibe iin ihis ior iher iclass, ibut irather ihow imany 

ipupils ilearn ianything, iwhich iis ia iquality iquestion. iFurthermore, iwhen ievaluating ia 

imedical ilaboratory's iperformance, ithe inumber iof itests idone ivia iits imachines iis 

isecondary ito ithe inumber iof iaccurate iand itrustworthy itest ifindings. iThis iis ialso itrue 
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ifor ithe iclerk's itask. iProductivity imay itherefore ibe iestimated iafter ia irigorous 

iexamination iof iquantity ias iwell ias iquality. iAnd ithere iis ino iway ito iachieve iimproved 

iquality iand iquantity iof iwork iwithout iusing ieffective iand iappropriate ileadership istyles. 

2.2 Concept iof iConflict 

The iconcept iof iconflict ihas ino ione iunambiguous idefinition, isince iit ihas ibeen iput 

iforward iby imultiple iresearchers ifrom ivarious idisciplines ithat iare iinterested iin iconflict 

istudies. iThis isurvey iof ithe iliterature ireveals iconceptual iaffinity iwith, ibut ino iconsensus 

isupport ifor, iany iwidely irecognized idefinition iof iconflict. iBudd iet ial. i(2020) idefined 

iconflict ias i"the iinteractive iprocess imanifested iin icompatibility, idisagreement, ior 

idissonance ibetween isocial ientities" iand i"a iprocess iin iwhich ione iparty iperceives ithat 

iits iinterest iis ibeing iopposed ior inegatively iaffected iby ianother iparty." iEsmark iand 

iNoble i(2016) istated ithat i“There iare itremendous ivariance iin iconflicts idefinitions ithat 

iincludes ia irange iof idefinition ifor ispecific iinterest iand ia ivariety iof igeneral idefinitions 

ithat iattempt ito ibe iall-inclusive”. iDespite ithe ilack iof ian iexplicit idescription, iit ihas 

ibeen iobserved ithat imost idefinitions icontain iat ileast itwo iautonomous igroups iwith 

iapparent iincompatibility. iOrganizational idisagreements iare ifrequently idescribed ias 

iregular iand ireasonable. 

Since iconflict iis ian iinevitable iphenomenon iamong ihumans, iit imay ibe ia igood isign iof 

iefficient iorganizational imanagement iand ican ilead ito iissue isolutions, icreativity, iand 

iinnovation, iwhile iits iabsence ican ilead ito istagnation, ipoor ijudgments, iand 

iineffectiveness. iConflicts iarise imost ioften iwhen ithe iparties ido inot ishare ibehavioral 

ipreferences iin itheir icooperative iactivity ior iwhen ithey ihave idifferent iattitudes, ivalues, 

ibeliefs, iand iabilities. iConflicts ican irelate ito ia ivariety iof itopics, isuch ias iconflict 

iresolution, icultural iconflict, iethnic iconflict, iconflict iwithin ian iorganization, isocial 
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iconflict, iworkplace iconflict, irole iconflict, iand iso ion. iConflicts, iin iany ievent, ican 

iproduce ipositive iperformance iif imanaged iconstructively, ibut iif imanaged idestructively, 

ithey ican icause ia idisturbance iand ilead ito idecreased iproductivity iand ibad iperformance. 

iThis istudy iis irestricted ito iindustrial idispute iin iorder ito imap iout ithe iinfluence iof 

iworkplace idisputes ion iemployee iperformance iin ia ibusiness. iWorkplace iconflict, 

iaccording ito iEster, iAgustine, iand iOsunsan i(2020), iis ithe iexistence iof iwhen 

iorganizational iobjectives, ivalues, iand iinterests iof iindividuals ior igroups iin ithe icompany 

iare iincompatible iand iobstruct ieach iother's iattempts ito iattain. i 

2.3 Industrial iConflict i 

Employers iand iworkers ifrequently iquarrel iin ithe iworkplace idue ito idifferent 

iexpectations iheld iby iboth iparties iregarding iindustrial iarrangements. iNaturally, iconflict 

iis iseen ito ibe ia iconstant ivisible ioccurrence iin iall iaspects iof ihuman iexistence. iTo 

isupport ithe iopinions iexpressed iabove, iEster iet ial. i(2020) iargue ithat iconflict iis 

iunavoidable iin iall iaspects iof ihuman iexistence, iand ithat isome ipeople isee iits 

iinaccessibility ias ithe ifoundation ifor itrue isocial ifunctioning. iThe idesire iof ian 

iindividual ior ia igroup iof iindividuals iwithin ia iparticular icommunity ifor ivaried 

ipurposes, iaspirations, iand iimportance ifrequently ileads ito ithe iconcept iof iuniversal 

iconflicts iin iall iaspects iof ihuman iexistence. iThough iconflict iis iwidely iseen ias ia ihighly 

idysfunctional, idestructive, iunpleasant, iand iaberrant icircumstance, iit iis ialso iregarded ias 

ian iavenue ifor icreative ioccurrence iwhen imanaged ipositively i(Martins, i2020). iHowever, 

inumerous iacademics ihave iunderstood ithe iterm iof iconflict iin idiverse icontexts iimplying 

idifferent imeanings. iConflict iis ia iconnection ithat iexists ibetween ipeople ior igroups iof 

ipersons ithat iform ia isocial iunit iand imay ifeel ithey ihave iopposing iaims i(Ester iet ial., 

i2020). i 
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Conflict, iaccording ito iEsmark iand iNoble i(2016), iis ia imechanism ifor iindividuals ito 

ivent itheir irage, idisagreement, iand iunfulfilled idemands iin iexchange ifor iperceived 

iorganizational iadvantages. iAccording ito iOtite i(2001), iconflict iis ia itechnique iof 

iresolving idifficulties iarising ifrom icompeting iinterests ias iwell ias iconcerns ilinked ito 

isocietal istability. iAccording ito iFajana i(2000), iindustrial iconflict iis ithe ifailure iof 

iemployers iand iemployees ior itheir iunions ito iachieve ian iagreement ion iconditions iof 

iindustrial irelations iwithout iconsidering iwhether ior inot ithe iincapacity iwould iresult iin 

inegative iindustrial iactivities. iSimilarly, iindustrial iconflict iis iviewed ias ithe iwhole 

iembodiment iof irage iexpressed iby iservice iunions, iparticularly ithose iinvolved iin iwage 

inegotiations iwith ithe igoal iof ibargaining ibetter i(Martins, i2020). iThough idisputes 

imanifest ithemselves iin ia ivariety iof iways iin ithe iworkplace, iincluding iabsenteeism, 

isabotage, iwork-to-rule, iorganizational idiscontent, istrikes, iand ilockouts, ithe imost 

icommon itype iof iconflict iin ithe iworkplace iis istrike. 

2.3.1 Strike i 

Strike irefers ito ithe irejection ior icessation iof iwork iby ian iassembly iof iemployees iacting 

iin iaccord iwith imutual icomprehension iin iorder ito ipersuade ian iemployer ito isurrender 

ito itheir idemands ias istipulated iin ithe iconditions iof iemployment. iThe ifollowing 

istatement icontains icertain icrucial ielements: iit idemonstrates inegative iactivity itoward 

iwork, iand ithe iacts iare ifocused ion ispecific igoals. iEmployee-led iindustrial iactions ihave 

ia isignificant iimpact ion iorganizational iperformance isince ithey iwaste ivaluable itime ion 

ibehalf iof ithe iorganization i(Esmark i& iNoble, i2016). i 

2.3.2 Forms iof iStrikes i 

There iare idifferent itypes iof istrikes, ihowever ithe imost inotable, ias istated iby iMartins 
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i(2020), iare: i 

Wildcat iStrike: iThis itype iof istrike ihappens iwhen ithere iis ia iviolation ior ibreach iin ithe 

iterms iof ithe iagreement isigned iby ithe iparties, iand iit iis inot ialways itechnically 

isanctioned iby ithe iparties ibecause imanagement iwas inot iinformed ior iwarned ibefore 

isuch iaction itook iplace. i 

Sit-Down iStrike: iA itype iof istrike iin iwhich iemployees iagree ito isit iand iwatch iat iwork 

iwithout inecessarily ipartaking iin iany iform iof iformal itask. i 

Constitutional iStrike: iThis itype iof istrike ientails iactivities itaken ito ifollow ithe inorms iof 

ithe iemployment iagreement's inormal iprocess. iThese iagreements iexplicitly idescribe ithe 

itime iand iprocedure irequired ibefore iemployees iwill ichallenge imanagement's ibreach iof 

iemployment icontracts i(stop iwork). i 

Unconstitutional iStrikes: iThis itype iof istrike iaction iinclude iimpeding ia icompany's 

ioperation ior iprotest iin iviolation iof ithe ilaws irequired iby imutual iagreement ior ithe 

iapplicable ipublic ifundamentals i(Esmark i& iNoble, i2016). i 

Unofficial iStrike: iManagement inormally idoes inot isupport ithis itype iof istrike. iThis 

ioccurs ias ia iresult iof iunion imembers' imistrust iof imanagement, iwhich ifinally ileads ito 

ithe iexpression iof idemands ion imanagement iwithout iregard ifor iwhether isuch iaction iis 

isupported iby ithose iin icontrol iof itheir iagitation ior iat ithe ihelm iof iaffairs. i 

Official iStrike: iThis itype iof istrike iis iformally isanctioned iby imanagement. 

2.3.3 Lockouts i 
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Lockouts iare idirectly itied ito iemployers iand iare iconsidered ias ithe ipolar iopposite iof 

iworker istrike iaction. iIt iis ian iofficial iagreement ireached iby imanagement ito 

ipurposefully ishut idown ioperations iat ithe iworkplace ior ito ideprive iworkers iproductivity 

iin iorder ito icoerce iemployees ior ihelp iother iorganizations iin iconvincing itheir 

iemployees ito iadopt ithe iprovisions iof ian iemployment icontract. iStrikes iand ilockouts 

ihave ia inegative iimpact ion ithe isector iand ithe inational ieconomy isince ithey igenerate ia 

iloss iof ioutput i(Mamoria, i2011). iLockout ican itake ithe iform iof imachine ishutdown, 

ifacility ilockdown, ior ipersonnel ilockout. 

2.3.4 i iSources iof iIndustrial iConflict i 

When ihuman ibeings iwork itogether, iconflict iis ibound ito ioccur. iIt iis ia iusual ihappening 

iin iany iworkplace iand ias isuch ia ilot iof itime iand ieffort iis iput iin iplace ifor isettlements. 

iThere iare ivarious ireasons ithese iconflicts ioccur. iOlubiyi iet ial. i(2019), istated ilack iof 

irole iclarification ias ia icause iof iconflict, ias iworkers iwould ibe iunsure iof itheir ispecified 

iduties iif inot iclearly istated iby ithe imanagement. iAnd ithis icould ilead ito iconflict iamong 

iworkers iregarding iwhich iaspect ithey iare ito ihandle. iAfzal, iKhan iand iAli, i(2019) ialso 

istated ithat iconflicts ioccur iwhere ithere iis ia idifference iin iinterest iand igoals iin ithe 

iorganization, imeaning ievery iindividual iin ithe iteam ior iorganization ishould ibe ifully 

iinformed iabout ithe iaims iand igoals iof ithe iorganization ito iavoid iconflict iof iinterest, 

ias iclarity ihelps iprevent iconfusion. iOkolie iand iKawedo i(2018) iattributed ithe icauses iof 

iconflicts ito icoverage iinconsistencies iand iincorrect iplacement iof ipriorities iin ithe 

iorganization, iwhen iemployers itry ito iexploit iemployees ito itheir iown iadvantage iof 

igetting ibetter iinput iand iprofits iwithout iappreciating ithe iemployees ior igiving iincentives 

ior ibenefits ias ia iform iof imotivation, iit ican iresult iin iconflict. iThis ishows ithat 

icompensation iis iimportant iin ian iorganization iand ipoor icompensation ican ilead ito 
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iconflict. iCompensation iis iseen ias ia ivalid imeans iof imotivation ifor iemployees. iAfzal, 

iKhan iand iAli, i(2019) ion ithe iother ihand irecognized iissues ilike iunacceptable iterms iof 

iemployment, iawful iemployer-employee irelationship, iignoring iemployees’ iinputs iand 

iopinions iin idecision imaking iof iany isort, ilack iof ieffective imechanisms ifor iconflict 

iresolution ias icauses iof iconflict, ibecause ieither iof ithese ithings imentioned ihas ian 

iimpact iin ithe irelationship ilevel iin ithe iorganization. i 

According ito iAdomi iand iOzioma i(2016), iconflicts ican ibe icaused iby ilack iof iresources, 

iwhen iemployees ihave ilimited iresources iavailable, ithere iwould ibe ia iscramble ifor ithese 

iresources iand iit iwould ilead ito iconflict. iAlso, ihe istated icompetition iand ilack iof 

icooperation iamongst iemployees iand ieven ithe imanagement ias ia icause iof iconflict, 

icooperation iis iknown ito ibe ithe iglue ibetween ipeople iin iany isituation iand ia ilack iof 

ithat iwould idefinitely ilead ito imisunderstandings iand iconflicts. iAfzal, iKhan iand iAli, 

i(2019) iopined ithat iconflicts ioccur ibecause iof ithe ilevel iof iinterdependence ithat iimpacts 

ithe iextent iof itrust iand idedication iin ian iorganization. iHe ipointed iout ia iform iof 

iasymmetric iinterdependence ithat ihappens iwhile iparties iinvolved ihave iconflicting 

idegree iof idependence iamongst ieach iother. iThis isimply imeans ithat iin ia iparticular 

iorganization, isome iset iof ipeople ican iwholly ichoose ito irely ion iothers iwho iwhen 

ireverse iis ithe icase iwould iprefer ito icarry iout itheir iactivities iindependently. iThere iare 

iseveral iother icauses iof iconflicts ilike icommunication iproblems, ithis iis ia ivery icommon 

icase ias iinformation ican ibe ieasily imisunderstood iand imisinterpreted iand iwithout ia 

iproper iand iopen ichannel iof icommunication ithat iallows ifor ifeedbacks iand iquestions, 

iit iwould ieasily ilead ito iconflict. i iLack iof iperformance istandards ican ilead ito iconflicts 

ias iperformance ilevel iand istandard iquality iare ineeded ito ibe istated iclearly ifor 

iindividuals ito iproperly imanage itheir iexpectations iin iterm iof iwork iquality ior iquantity. 

iUnreasonable itime iconstraints iand ipoorly iconstructed iprocedures iand iprocess iof iwork 
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ican ialso ilead ito iconflict. 

Olubiyi iet ial. i(2019) istated ithat iconflicts iis iwithout ia idoubt irelated ito ipower iand imay 

iemerge iwhilst ithe iintended igoal iof ithe iorganization iis icompletely ineglected. iIt iis 

igenerally ibelieved ithat ihumans iare iaware iof ithe isituations ithat ileads ito iconflicts, isuch 

ias iincompatible ipursuit iand igoals, iobstruction ietc. iit ican ialso ioccur iwhen ion iparty iis 

ifrustrating ithe iother iparties’ ieffort ito iachieve itheir igoals, ithough iJung iopined ithat 

iconflicts iaren’t inecessarily irelated iand ilimited ito igoals iand ipurposes iespecially iin 

isituations iwhere iit’s ireoccurring ibut ithe isurrounding iis istable iand imethods iare iwell 

idescribed. iIn ithese isituations, ithe ireasons ifor iconflicts iare ipossibly igreatly iassociated 

iwith ipersonalities, iautonomous imotives, ipractical iinterdependence iand istatus ior 

iposition. iAgwu i(2022) ifurthermore istated isome iof ithe ipossible imotives ifor iconflicts 

iin iorganizations, isome iof iwhich iare: 

• As idepartments idevelop, ihumans ilose iconnection iwith ivarious idepartments, ior 

ibranch imembers ibegin ito iassume iin idifferent iways ifrom idistinct iregions. 

• The igrowing iemphasis ion ifinancial imetrics ias ia imotivator ifor imanagers, ias iwell 

ias ithe istatus iquo iof imultiple irevenue ifacilities iinside ian iintegrated ienterprise 

idevice, iis icausing inumerous itensions. 

• Nowadays, ithere iis imore iopportunity ifor iemployees ito iexpress itheir 

idissatisfaction iwith ione ianother; inevertheless, iwhile ithis ifreedom iof iexpression 

imay ibe ibeneficial ito isociety ias ia iwhole, iit imay iresult iin iproblems iin ithe 

iworkplace. 

• The irising iemphasis ion ipractical ispecialization, ias iwell ias ithe ipolitics iof 

ipromotion iand irecruiting, ienhance idepartmental iisolation, iresulting iin itensions. 
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• Consumers iwant ilower ipricing iand ihigher iquality iin iproducts iand iservices, 

icreating idemands ifor idepartments ito ioperate imore iefficiently, iwhich ican ilead 

ito idepartmental idisputes. i 

For iconflicts ito ioccur, icertain isituations imust ioccur. iit iis inecessary ito iunderstand ithe 

isituations ithat ican icause iconflicts. iDanielsson iet ial. i(2015) istated ithat iconflicts ican 

ioccur iover ivarious iorganizational iexperiences, iwhich iincludes iincompatible igoals, 

ivariations iof ivalues iand iideologies. iConflict iis ibelieved ito ibe ias ia iresult iof iperception 

ias iit istarts iwhen ione iparty ibelieves ithe iother iparty iwould ihinder ihis ior iher iefforts. 

iConflicts icould ioccur idue ito iemployers iexploiting iemployees ior ifailure ito iprovide ior 

iadhere ito iagreed iworking iconditions. iHagemeister iand iVolomer i(2018) iemphasized ion 

iemployees’ irights iand iemployers’ iprerogatives iwhich icould icause iconflicts iwhen 

itrampled iupon. iThis iencompasses ipay, iworking iconditions ietc. ithey ibelieve ichange iis 

ianother isource iof iconflict. iResistance ito ichange iis inatural iand ithis iis ibecause iof 

ialready iexisting ihabits, ifear iof ithe iunknown, ipersonal iideology iand imisinterpretation 

iof ithe ichanges. iUnless ia ichange iis iproperly iintegrated iand imanaged, iit icould ilead ito 

iconflicts. iOther ireasons ifor iconflicts iare icompetition ifor ipower, ipositions, ithe ineed 

ifor ichange, istrict irules iand icommunication iissues iamongst iothers. iAs iit iwidely iknown, 

ievery isituation ihas ian iadvantage iand ia idisadvantage. 

2.4 i i iTypes iof iOrganizational iConflicts i 

The itypes iof iconflicts ihave ibeen iexplained iin idifferent iforms iand iorder iby idifferent 

ischolars. iDanielsson iet ial. i(2015) istated ithe ivarious ikinds iof iconflicts ito ibe iindividual 

iand icollective iconflicts. iThe iindividual iconflicts iare idisputes iinvolving ia isingle iworker 

iwhile ithe icollective iconflicts ijust ias ithe iname iimplies iinvolves igroup iof iworkers. iHe 

ialso istated ithat ian iindividual iconflict ican igrow iinto ia icollective iconflict ifor ivarious 
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ireasons. iMost iindividual iconflicts iare itriggered iby ian iinfringement iof irights ior 

ientitlements iand iif inot iproperly iaddressed iwould ihave inegative ieffects ion ithe 

iindividual iinvolved. iCollective iconflicts ion ithe iother ihand iare itriggered iby imajorly 

ieconomic imatters ilike iwages iand ibenefits, ilayoffs, iwork ihours, isafety istandards, iwork 

iconditions, imedical ileaves iand ia ilot imore. iManesis iVlachou iand iMitropoulou i(2019) 

iagreed iwith ithe iabove-mentioned itypes iof iconflicts iand ialso iadded ithat iindividual 

iconflicts ican ialso ibe itriggered iby iunfair idisciplinary iactions itaken iagainst ia iperson, 

ideprivation iof iopportunities iand ibenefits iamongst iothers, iwhile icollective iconflicts ican 

ibe itriggered iby imisinterpretation ior inon-implementation iof icollective iagreements. iIt iis 

ialso inoted ithat imost icollective iconflicts iare ias ia iresult iof ineglected iindividual 

iconflicts. iMeanwhile, iaccording ito iDanielsson iet ial. i(2015), iorganizational iconflicts 

ican ibe icategorized ias iintra-organizational iconflicts i(conflicts iwithin ian iorganization) 

iand iinter-organizational iconflicts i(conflicts ibetween imore ithan ione iorganization). iHe 

ifurther imore istated ithat iintra-organizational iconflicts ican ibe icategorized ion ithe 

ipremise iof ilevel ilike iindividual iconflict, icollective iconflict ietc. 

2.4.1 i i iIntra-Organizational iConflicts i 

These iare iconflicts ithat itakes iplace ion idifferent ilevels ior itiers ibut iwithin ithe isame 

iorganization. iOn ithis ibasis, iintra-organizational iconflicts imay ialso ibe icategorized ias 

iintrapersonal, iinterpersonal, iintragroup iand iintergroup. 

Intrapersonal iconflicts: iAn iintrapersonal iconflict imay ioccur iwhen ian iindividual iis 

iexpected ito icarry iout icertain iduties ior iroles ithat’s inot iin iline iwith ihis ior iher 

iexpertise, iinterest, igoals, ivalues ior ijob idescription. iNdulue iand iEkechukwu i(2016) 

iindicated ithat isuch iconflict ioccurs iwithin ian iindividual idue ito ibeing iin ia istate iof 

ideciding ibetween iincompatible iroles. 
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Interpersonal iconflicts: ian iinterpersonal iconflict imay ioccur ibetween itwo ior imore 

iindividuals iin ian iorganization. iThese iindividuals imay ibe iequals ior ihave idifferent 

ihierarchy iin ilevel ior iunits. iThis iis imostly ia isuperior-subordinate iconflict. iManesis iet 

ial. i(2019) istated ithat iinterpersonal iconflicts ifrequently icomes iup ias ia iresult iof 

idifference iin iperceptions, iorientations, ivalues, ipersonalities, istatus ior iattitudes. 

Intragroup iconflicts: iThis iis ialso iknown ias iintra-departmental iconflicts, iit irefers ito ia 

iconflict ibetween itwo ior imore isubgroups iwithin ia igroup iin ireference ito iits idesire, 

itechniques ietc. iThis iconflict imight ialso ibe icaused ias ia iresult iof idisagreements ior 

iincompatibilities iamong ia ifew ior iall iof ithe imembers iand ileaders iof ithe isub-groups 

iinvolved. iOkolie iand iKawedo i(2018) iobserved ithat idepartment iin iorganizations icreate 

ia isurrounding iof ielevated ivolatility ibecause iof istiff iopposition iof iscarce iaid ior 

ibecause iof iloss iof ipowerful iillustration iand ipopularity iin iphrases iof ithe iprice ithey 

iupload ito ithe ibusiness. iNdulue iand iEkechukwu i(2016) istated ithat ipoor ileadership 

ileads ito ihigh ilevel iof iapathy iamongst iworkers iand ithat iis imanifested iin ia inumber iof 

inegative ibehaviors. 

Intergroup iconflicts: iThis iis ialso iknown ias iinter-departmental iconflicts, iit irefers ito ia 

iconflict ibetween itwo ior imore igroups iin ian iorganization. iExamples iof ithis iare 

iconflicts ibetween ithe imanufacturing iunit iand iadvertisement iunit, iheadquarters iand ifield 

istaffs ietc. iThe imost icommon iintergroup iconflict iis ibetween ilabour iand imanagement. 

2.4.2 i iInter-Organizational iConflicts 

This iis ibasically iknown ias iconflicts ibetween idifferent iorganizations. iThis iis itriggered 

iby ioppositions iand icompetitions. iOkolie iand iKawedo i(2018), istated ithat iinter-

organizational iconflicts ifrequently iarise iamong iemployee iand iemployers iunions ionce 
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ithey ivary iin ithe iimplementation iof istrategic irules iand iprogrammes iin itheir idifferent 

iorganizations. iGross iand iOlubiyi iet ial. i(2019) iopined ithat iinter-organizational iconflicts 

iare ito ibe ihandled iproperly ifor iit ito ibe i ibeneficial ito iboth iparties iand iorganizations 

ineeds ito ikeep iaway ifrom iaccepting iunethical ipractices ito iremedy ithis iconflicts. 

iNdulue iand iEkechukwu i(2016) istated ithat iinter iorganizational iconflicts iarise iwhen 

imembers iare iinvolved iin iactivities ithat iare iincompatible iwith ithose iof itheir icolleagues, 

icontributors iof idifferent icollectivities ior iconsumers iof ithe iproducts ior iservices iof ithe 

iorganization. 

2.5 i i iResolution iof iConflict i 

When iconflicts ioccur, iit ihas ito ibe isettled iin ithe iorganization ito iprevent iit ifrom 

iescalating iinto ia igenerally ibad iworking iatmosphere. iAccording ito iAguinis i(2015), 

ithere iare itechniques ialready iestablished ifor isettling iconflicts iin ian iorganization iand 

ithey iare: 

Negotiation: iThis iis ithe ifirst iand imost ibasic imeans iof iresolving iconflicts. iIt iis ithe 

imostly ian iinformal imeans iof iresolving iconflicts iin iorganizations. iNegotiation ibasically 

ientails ia imeeting ibetween ithe itwo iparties iinvolved iin ithe iconflicts. iThere iare ino 

ispecific iprocedures ifor ithis ias ithe imeeting icould ibe ibetween ionly ithe itwo iparties 

iinvolved ior ithey iinvite irepresentatives ito inegotiate ion itheir ibehalf. iNegotiation iis 

iusually ivoluntary, iconfidential, iit iallows ithe iparties iinvolved ito ireach ia iconclusion 

iwithout ithe ineed ifor ia ithird iparty. iIn isituations iwhere ino iagreement iis ireached iby 

ithe iparties iinvolved ithrough inegotiation, ithey ican idecide ito iuse iany iother imethod iof 

iconflict iresolution i(Bakker iet ial., i2021). 

Mediation: iThis iis iusually ithe isecond istep itaken iin iconflict iresolution iwhen inegotiation 
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idoesn’t iwork. imediation iis ialso iknown ias iassisted inegotiation, iit iis ia isituation iwhere 

ia ineutral/impartial iperson iis ichosen iand iagreed ion iby iboth iparties ito ihelp iwith ithe 

icommunication iand iconflict iresolution. iThe iperson ichosen ifor ia imediation iis ireferred 

ito ias ithe imediator. iA imediator ican ibe iinformal i(friend iof ithe iparties iinvolved, 

icolleague ietc.) ior iformal i(a iprofessional ihired ifor ithe imediation ipurpose). iMediation 

ipromotes icommunication iand icooperation ias iit iis iprivate iand ireduces ithe ilevel iof 

ihostility, iit isaves itime iand istress ias ithere iis ia iperson iappointed ito iinterpret ithe 

isituation iand idiscover ithe imajor iissues, iit iallows iboth iparty ithe iopportunity ito imake 

imutually iaccepted iagreements. iAgreements imade ican ibe iwritten ifor ilegal 

idocumentations i(Aguinis, i2015). 

Conciliation: ithis iis ianother imethod iof iconflict iresolution ialso iinvolves ia ithird iparty 

iknown ias ithe iconciliator. iConciliation iis ia imore iformal imethod iof iresolving iconflict. 

iIt iis ia iprocess iwhere ithe irepresentatives iof iboth iparties iinvolved iin ithe iconflicts iare 

ibrought itogether ibefore ia iconciliator iin iorder ito iwork iout ia iform iof iagreement. iThe 

iconciliator iprovides iparties iwith ia iproposal ifor ithe iresolution iof ithe iconflict, ithey iare 

inot iunder icompulsion ito iaccept ithe iproposal ibut iit ican ibe iviewed ias ithe ibasis iof 

itheir iagreements. 

Arbitration: iarbitration iis ione iof ithe imost iformal iconflict iresolution imethod, ioverseen 

iby ithe iarbitrator iit iis iout-of-court imethod. iArbitration ihas ia idue iprocedure ithat imust 

ibe ifollowed iduring ithe icourse iof iconflict iresolution. iAn iarbitration ican itake iplace 

iwith ione ior imore iarbitrators. iSince iarbitration iis ithe iclosest imethod ito ia icourt, iit 

iallows iboth iparties ito ipresent ievidence iand imake iarguments, ithe iagreement ireached 

ican ibe ienforced iin ia icourt, idecisions ireached iby ian iarbitrator ican ionly ibe icountered 

iin ithe icourt. iArbitrators iare iprofessionals ithat iare irecognized iby ithe ilaw iand ithe 
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iparties iare ioccasionally iallowed ito ichoose iarbitrators iwith ispecialized iexpertise. iThe 

ionly iacceptable imethod iof iconflict iresolution iafter iarbitration iis ithe icourt i(Bakker iet 

ial., i2021). 

Litigation i(court iprocedure): ithis iis ithe iuse iof icourts iand icivil ijustice isystem ito 

iresolve iconflicts. iThis imethod ifollows ithe iprocess iof ia inormal icourt iof ilaw iwherein 

ione iof ithe iparties iinvolved ihas ito ifile ia ilawsuit, iprepare ievidence iand iget ian iattorney 

ito istand iin ias ia irepresentative. iIn iNigeria imainly, ithe iNational iindustrial icourt iof 

iNigeria iis ispecialized ifor ihandling icases iof iconflicts iin iorganizations. iThis imethod iis 

iinvoluntary ibecause ionce ia ilawsuit ihas ibeen ifiled, ithe idefendant ihas ino ichoice ibut 

ito iparticipate, iit iis ia ipublic iprocedure iwith ino iform iof iprivacy ior idiscretion. iThe 

idecision iof ithe icourt iis ifinal iand ibinding, ithere iare iformal irules ifor ievidence iand 

iresolution iprocedures. iEvidence iare iallowed ito ibe icross iexamined ito iensure iboth 

iparties igets ifair ihearing iand ifair iagreement iis ireached iand, iin imost icases, ifines iare 

iattached iagainst ithe ilosing iparties i(Bhatti i& iQureshi, i2017). 

In ithe iorganizational ienterprise, ithe icapacity ito isolve iconflicts iare iconsidered ito ibe 

ivery iresourceful. iThe ineed ifor iquality iconflict iresolution iis ivisible iin iall iaspects iof 

ithe isociety iranging ifrom ibusinesses ito igovernment, iorganization iand ieven ifamilies. 

iConflict iresolution imust ibe icarried iout iin ia iway ithat iit iwould ipromote icooperation 

iand ireduce itension iamong iemployers iand iemployees iin ian iorganization. iBhatti iand 

iQureshi i(2017) istated ithat iconflict iresolutions imeans ireduction, itermination ior iremoval 

iof iconflicts, ihe ifurther imore iagreed ithat inegotiation, imediation iand iarbitration iare 

itechniques ifor iconflict iresolution iin iorganizations. iHe ialso istated ithat ithe imanagement 

iwish ito ibe iin icontrol iof iconflicts iand iits iresolutions ican ibe iachieved ithrough istrategic 

iplanning ito iavoid ireoccurrence iof ithe iissue, iputting iin iplace ilong iterm itechniques ior 
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ipolicies ithat’d iprevent ithe iemergence iof iconditions ithat’d ilead ito iconflicts, iand ithese 

ipolicies iwould iaffect ithe iorganization iin igeneral. iThe idefinition iof ithe iscope iof 

ipreventive idiplomacy iand iutility iof ivarious imethods imay ibe iused ito icontrol iconflicts. 

iHe ifurther imore istated ithat ithe imethods iof iconflict iresolutions iare iarbitration, 

imediation, ipreventive idiplomacy iand inegotiation. i 

2.6 Conflict iManagement i 

Conflict imanagement iis ia iterm ithat irefers ito ithe ivarious iways iin iwhich ipeople ideal 

iwith icomplaints, ispeaking iout ifor iwhat ithey ibelieve iis iright iand ispeaking iout iagainst 

iwhat ithey ibelieve iis iwrong. iConflict imanagement, iaccording ito iAdekunle i(2020), iis 

ian iinterventionist iendeavor ito iprevent ithe iescalation iand inegative irepercussions iof 

iongoing iconflicts. iThis iis ia istrategy ifor ireducing, iweakening, ior iavoiding ithe icurrent 

iconflict ifrom ibecoming idisruptive iand iunexpected. iElenwo i(2020) ihighlighted ithe 

ifollowing itactics ifor ieffectively ihandling iconflicts iin ihis ipersonal istudy. iFirst iand ifirst, 

iopposing igroups imust ibe ibrought itogether ito ireach ia icommon iunderstanding. iSecond, 

ithe igovernment ior iother iparties ito ithe idispute ican idirectly iintervene iby ienforcing ior 

iimplementing ia ijudgment. iThird, iin iorder ito iavoid isuch idisagreement, inew irules, 

iservices, ior iinstructional isystems imust ibe ideveloped. iIn ithe ifourth isense, ithe 

iconflicting iparties imust ibe iobligated ito iuse ithe ipreviously iestablished icontainment 

imeasures. iIn ithe ififth icontext, ithe igovernment ior ithird iparties imay iuse icoercion ito 

iinstill ifear iin ithose iwho iare iengaged iin ia iconflict ileading ito idisagreement. iGull iand 

iZaidi i(2012) isuggested ithat iceasing ihostilities iin ia idisputed isituation idoes inot 

iimmediately ibring ipeace ito ithe iopposing iparties, iand ithat ithe imost iimportant iphase 

iis ithe iprocess iof iconflict iresolution; iat ithe isame itime, iany imistake imight ibe icostly; 

ithere iis ia igreat ineed ito ihandle iconflict iwisely. iAs ia iresult, iit iis ia imethod ithat ican 
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ibe iused iat iall istages iof ia iconflict, ifrom iprevention ito icomplete iresolution. 

Conflict iresolution iis idedicated ito iaddressing istress iand itime iconstraints. iAs ia iresult, 

iquick iaction iis icrucial iin idispute iresolution iin iorder ito iavoid iviolence. iIn ithe iprocess 

iof iconflict iresolution, iremedies i(solutions) imust ibe imade ito iwork iproperly, iwhich 

inecessitates iconcessions iand ihumanitarian iconsiderations i(Gull i& iZaidi, i2012). iTo 

iavoid ia irecurrence iof ia iconflict, iall iparties iinvolved imust ibe itreated ifairly. iConflict 

ican ibe icontrolled ior icorrectly ihandled iin ia ivariety iof iways, iaccording ito inumerous 

iresearchers. iThomas iKilman's iconflict ihandling istyles iare ione iexample iof isuch 

ischolarly iwork. iConflict imanagement idiffers ifrom iconflict iresolution iin ithat iit 

ipromotes ia ivariety iof iways ifor idealing iwith iconflict iproductively. iIn iessence, iconflict 

imanagement iis ithe iact iof idecreasing iand, iif ipossible, ieliminating ithe inegative iand 

idestructive iaspects iof ia iconflict iwhile ifocusing ion iincreasing ithe igood iand 

iconstructive iaspects iof ithe iconflict. iIn icontrast, iconflict iresolution iis iset ito iput ian 

iend ito iany igiven iconflict. iIn iessence, iconflict iresolution ican ibe idescribed ias iprocess 

iof igetting ithe ianalysis iof ia igiven iconflict iand iproffer isolution ithe iwill idefinitely iend 

ior iterminate isuch igiven iconflict. iConflict ican ibe iresolve ieither ithrough ithe iuse iof 

iLitigation ior iAlternative iDispute iResolution i(ADR). iLitigation iconnotes ithe isettlement 

iof idispute iin ilaw icourt iwhile iAlternative iDispute iResolution imeans iother imethod iof 

iresolving iconflict iwhich iinclude: imediation, iconciliation, iarbitration, inegotiation iet 

icetera. iIn iconflict imanagement, iThomas iKilman icritically igives idifferent imeans 

ithrough iwhich iconflict ican ibe imanage ior ipeople’s iresponse ito iconflict. iThis iincludes 

ithe iuse iof ithe iconflict ihandling istyles: iavoidance/denial, iaccommodation, icompeting 

iand icompromising. 
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2.6.1 Interpersonal iHandling iConflict istyles i 

The ifive iconflict iresolution istyles imight iassist ian iorganization iachieve ibetter iresults. 

iThe iconditions iin iwhich ithe ifive iinterpersonal iconflict imanagement istyles iare isuitable 

ior iinappropriate iare ioutlined iin irelation ito iwhich ihandling iconflicts imethods iare 

iappropriate ior inot ifor ia icertain isituation. 

Integrating: iThis idispute iresolution istyle iis isimilar ito iissue isolving itechniques iin ithat 

iit idefines ithe iproblem iwhile isimultaneously iaddressing iit. iIt ientails idiscussion, 

icollaboration, ithe isearch ifor ialternatives, iand ithe isatisfaction iof iboth iparties. iWhen 

ione iside idoes inot ihave ia iresolution ifor ia icomplicated iissue, ianother iparty ican iprovide 

ian ialternate ioption, iand ithis istyle iis isuitable. iIt iis ieffective iin idealing iwith ichallenges 

iwith iorganization iand igoals i(Aguinis, i2015), iand iit iis ithe ibest istrategy ifor idealing 

iwith isocial idisputes i(Hagemeister i& iVolomer, i2018). iWhen iemployees idisagree 

iindividually iinside ian iorganizational iunit, icollaboration iand ia isearch ifor ian iequally 

ihelpful isolution iare idesired. iRather ithan itaking iinto iaccount idiverse ipoints iof iview, 

iemployees imight iwork itogether ito isolve ia iproblem iby iclarifying iother ipoints iof iview. 

iCollaboration iguarantees ithat iboth iparties iare isatisfied iwith ia isolution ito ithe iconflict. 

iEffective iproblem-solving isolutions imust ibe iactively iincluded iin iorder ito iachieve 

i(win-win) ioutcomes ithat iare iequally isatisfying ito iall iparties. iAccording ito iAguinis 

i(2015), itempers iare icalmed iand ia isolution iis ifound iwhen iall irelevant iproblems iare 

idiscussed ipublicly iand ihonestly iby ithe iopposing iparties. iWhen ifinding ia icommon 

isolution iis icritical, iit iworks iwell, iresulting iin ithe isituation iof i"winning ia itriumph." 

Obliging: iThis iform iof itreatment iis iemployed ifor ismall idiscrepancies iand iis ioblivious 

iof ithe iunderlying icause iof ithe iissue, iwhich iis ithe imost iessential ifactor. iIt ileads ito ia 

iwin-loss isituation iin iwhich ione iparty iquits ifor iwhatever ireason iand ianother iparty 
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ibenefits. iWhen ithe iparty iis iunethical, ithis itechnique iis iimproper. iWhen inegotiating 

ifrom ia iposition iof iweakness, imaintaining iconnections iis icritical, iand ithis imethod iis 

isuitable i(Aguinis, i2015). i 

Dominating: iThis iis ia icompeting istyle iin iwhich, iregardless iof iwhat ihappens, ione 

iperson imust ibecome ipredominant iin ithe iposition iand iforget iall iexpectations iand iaims 

iof ithe iopposing iside. iOnce ia ichoice ihas ibeen itaken, ithis imight ibe idetrimental ito ione 

iside. iThis itechnique iis isuitable ifor itechnical iand ispeedy ichoices, ibut iit iis iproblematic 

iwhen iconcerns iare inot icrucial ito iany ione iside i(Agwu, i2022). iThe icompetition 

istrategy icomprises ithe isurvival iof ithe imost iappropriate iand iwin-lose itechnique, 

iwithout iregard ifor iany iother iparty. iThis iis ia icircumstance iwhere i"I" iwin iand i"you" 

ilose. iIt's ia iwinner-take-all istrategy ithat iemphasizes ihigh iaggressiveness iand ilow 

icooperativeness iwhile isafeguarding ione's iown iself-interest. iThe imode ientails iexerting 

ione's iauthority ion ianother iperson, iand ithe iinterests iof iothers iare inot itaken iinto 

iaccount iwhen iresolving ia iproblem. iIt's ialso iknown ias ia izero-sum igame, iin iwhich ithe 

iwinner itakes ieverything. iCompeting istyle iusers itake ia idefinite istance iand iknow iwhat 

ithey iwant i(Kilman, i1996). iWhen ione irealizes ithat iusing ipower ito iwin iis inecessary 

ito iachieve ithe igoals, ithe imode ibecomes iunavoidable. iIt's iemployed iwhen iyou ineed 

ito istand iup ifor iyour irights, iwhen iyou iknow iyou're iright, iand iwhen iyou're ishort ion 

itime iand ineed ito imake ia iswift idecision i 

Avoiding: iThis imethod iis irelated iwith istepping iback, iwhen ieach iparty's iconcerns iare 

inot imet, iaccording ito iDhar i(2019). iIt iis iused ito ideal iwith iminor iconcerns iand 

iincludes ia icooling idown itime iwhile idealing iwith ia idispute iresolution iprocedure. iThis 

itechnique iis ialso iemployed iwhen ione iof ithe iparties ihas ia ipoor iconsequence. iAn 

iimproper iscenario ioccurs iwhen ione iparty ihas imade ia idecision iand iboth iparties iare 
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iunwilling ito iwait. iConflict iavoidance iis ia iconflict iprevention imethod. iThis istrategy iis 

iutilized iwhen ithe ipain iof iboth iparties iis iignored iby ifailing ito iaddress ithe iproblem. 

iBy iavoiding ithe iissue(s), iOjo i(2005:18) isays ithat imanagement iwill igather iadditional 

ifacts ion ithe iissue(s) ibefore imaking ia idecision. iPhysical iseparation iis ioften inecessary 

ito iprevent iviolent igrievance idemonstrations iand idisagreements. iThere iis ino iwinner ior 

iloser iin ithis isituation. iThe iavoidance imode iis icharacterized iby ia ilack iof iassertiveness 

iand icooperation. iPeople iavoid iconflict ifor ia ivariety iof ireasons, iincluding ia ifear iof 

ibeing iinvolved iin ione ior ia ilack iof itrust iin itheir iconflict iresolution iabilities. iPeople 

iwithdraw, istand iaside, ior ipostpone iconflict ito iavoid iit. iThis imode iis iutilized iwhen 

ithere iis ia iminor iissue iand ithe irelationship iis iat irisk, ior iwhen iyou ihave ino ipower 

iand isee ino iway ito ihave iyour iconcerns iaddressed. 

 

Bingham i(2016) iclaimed ithat ithis imethod iwould ibe iutilized iin idiscussions ito iachieve 

ia icompromise ior imutually iacceptable isolution ito icomplicated ichallenges. iEven iif ithe 

iparties iare iunable ito ireach ian iagreement, ia itemporary isolution ican ibe iemployed ito 

iresolve ithe isituation. iIt iis icomplicated, iand iusing ithis imethod iwhen ione iside iis imore 

istrong ithan ithe iother iis iunwise. iSome iscientists ifeel ithat ithe ibest iappropriate iapproach 

ifor iproductively iresolving iconflict iis ithe iintegrating iand icompromising istyle isince iit 

ianswers istrategic idifficulties. iSome istyles iare isuitable ifor idealing iwith ieveryday 

ichallenges ior iproblems i(Hagemeister i& iVolomer, i2018). iEach ihandling istyle imay ibe 

iused iin ia idifferent icontext, iand icertain imethods imay ibe imore isuited ithan iothers 

i(Kimberley, i2020). iWhen idealing iwith iproblems, imen iand iwomen ias iteam ileaders iuse 

idifferent iways. iWhen iit icomes ito iconflict, imales iin ihigher ipositions iwill iuse iit ito 

ifulfill itheir iown iworries iand ichoose ia icompetitive iposture, ibut iwomen iwill idiffer iand 



37 

 

iattempt ito imeet ithe iother iside's iissues iand iprefer ia iposition iof icompromise 

i(Blackburn, i2020). iHowever, iutilizing ian iintegrating ior iproblem-solving iapproach iis 

ithe imost ibeneficial ifor imaximizing iorganizational iperformance iand iboosting 

iunderstanding ihow ito icope iwith iconflict i(Rahim, i2001). 

2.7 Impact iof iIndustrial iConflict ion iEmployees iProductivity 

Workplace idisputes ihave ia idirect iimpact ion iemployee iperformance, isuch ias imorale 

iand iabsenteeism, iand iare ione iof ithe ipillars iof icompany i(Bodla, i2019). iEmployee 

imorale, ijob isatisfaction, iand imotivation iare iall iimpacted iby iworkplace iconflict. iStress 

iis iemotionally iexhausting, iincreasing iworker iturnover iand iabsence. iHostile 

isurroundings icontribute ito iailments, isuch ias ithe iemployee iparticipating iin ithe iconflict 

ifeeling iunhappy, inervous, iand iagitated, iresulting iin ipoor isleep, iback ipain, iand/or 

imigraines. iWhen idealing iwith iconflict, imanagers imust ifocus ion ilowering ithreats iand 

itension, iwhich ientails iprioritizing iworkload ion ivarious iactivities irather ito ifocusing ion 

iwork, iwhich ihas inegative iimpacts ion iperformance, ijob icommitment, iand ihigh iturnover 

i(Bodla, i2019). iEmployee iunhappiness iin ia itoxic iworkplace ileads ito ijob idissatisfaction, 

igreater iemployee iturnover, iand imore imoney ispent ion irecruiting iand itraining inew 

istaff, inegatively iinfluencing ithe icustomer iexperience iand ilosing iprofit. iNegative 

iconnections iinside ithe iorganization iand iwith iclients iarise ifrom inot iallowing ipeople ito 

iaccomplish itheir ijobs iappropriately. iWorkplace idisagreement ihas ia idetrimental 

iinfluence ion ithe iorganization's iretention istrategy. 

A inice iatmosphere iand iexcellent ihuman iinteractions ihave ia isubstantial iinfluence ion 

ihappiness. iAccording ito ithe iresearch i(CIPD, i2020), iit iis icritical ito idevelop ia iculture 

iin ian iorganization iwhere, ieven iwhen idisagreements iarise, ithe ienvironment iis ipolite, 

iinviting, iwhere iperspectives icount, ibeing iopen, itrusting, icollaborative, icooperating, iand 



38 

 

ibeing itreated ifairly iand iequitably. iAll iof ithese ielements ihave ian iimpact ion iemployee 

iwell-being, iand ithe iworking ienvironment ihas ian iimpact ion iconflict ias iwell. iAn 

iunfavorable icorporate iclimate iand iculture iencourages ilow iemployee iproductivity iand 

iperformance iwhen iemployees ioperate iin ia itoxic iworkplace iwith iplenty iof istress iand 

iissues, iwhich iindicates ithere iwill ibe iarguments ior iconflicts. iWhen iemployees ido inot 

ifeel icomfortable ior iable ito ivoice iproblems iwithout ifear, iit imight ilead ito 

idisagreements. iA ipositive iculture iamong iemployees, iaccording ito iCIPD i2020 iresearch, 

iis icharacterized ias ibeing itreated iequally, iwith irespect, ienjoyment, iappreciating 

ieveryone, icooperating, iand iaddressing idifferences. iIn igeneral, icreating ia ihealthy 

iculture iand ia ipleasant ienvironment iinside ia icompany imust ibe ifounded ion idignity iand 

irespect. 

All iissues iand iescalation iof iconflict iin ithe iworkplace ihave ian iinfluence ion 

iproductivity iand iemployee iengagement, ileading ito iweak iconnections iwith icoworkers, 

ilone iworking, iand iultimately, iformally iresolving ithe idisagreement icosts ia ilot iof 

imoney iand ihas ian iimpact ion ithe ibusiness's iperformance. iAccording ito iMadalina 

i(2016), idisagreement ithat iis inot iresolved iconstructively ileads iin ilow iemployee imorale, 

idecreased iemployee iproductivity, iincreased iemployee iabsenteeism, iincreased 

ipossibilities iof ilosing italented iindividuals, iand ia ilack iof iemployee idedication ito iwork 

i(Ndulue iand iEkechhukwu, i2016). iEmployee imorale, idescribed iby iBodla iand iDanish 

i(2019) ias ijob ihappiness ithat ihas ia idirect iinfluence ion iemployee iperformance, iis ione 

iof ithe ipillars iof icompany i(Madalina, i2016). iLow iworkplace imorale icauses iloss iof 

iattention, iwhich ican ilead ito imistakes, imissed ideadlines, iand iprojects, ias iwell ias 

iincreased ipersonnel iturnover iand iabsenteeism. iCommunication iis iessential iin ihuman 

iconnection; iif iyou idon't italk ito iyour iemployees iabout iwhat's igoing ion iin ithe ioffice, 

iexplain iand iclarify iassignments, iyou'll iend iup iwith imisunderstandings iand 
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imiscommunication. 

Conflict ihas ibeen icharacterized iand idefined iin ia ivariety iof iways iwhen iit ihas ibeen 

istudied. iInteractions ibetween itwo ior imore ipersons iin ithe iworkplace ihave ithe ipotential 

ifor iconflict. iWhatever ithe inature iof ithe iargument, ilittle ior isignificant iconfrontations 

ican igrow iinto idysfunctional iresults iin iboth iprofessional iand ipersonal ilife. iAs ia iresult, 

imanaging iand iresolving idisagreement iis idifficult iand itime-consuming. iThe imajority iof 

iconflict itheories iand ipsychological itechniques iare igeared iat irecognizing iand imanaging 

iemployee iconflict iin ia igood imanner. iWithin iany iparticular iinstitution, iit imay iappear 

ithat ithe isources iof iconflict iare inumerous. iEvery iday, idisagreements iemerge ibetween 

imanagers iand icolleagues. iAs ia iresult, iconflict imay iarise ibetween iindividuals ibecause 

ithey idisagree iin itheir iperspectives, ivalues, iunderstandings, iand ibeliefs. iIt icauses 

iinterpersonal ior igroup idisputes iinside ithe iorganization. iFive idistinct iconflict-handling 

istyles ican ibe iused iin ivarious iconflict isituations. iThese iconflict imethods iand istyles iare 

icritical iin ithe iworkplace ito ifoster ia ipleasant iatmosphere iand ito ifoster ithe idevelopment 

iof icreative ithinking iand ia iproblem-solving imindset i(Bodla i& iDanish, i2019). iConflict 

ieffects ican ibe iboth iconstructive iand idestructive. iBecause iof ithe igood ieffects, 

isubstantive iconflict ishould ibe ifostered, iwhereas iemotional iconflict ishould ibe 

iminimized ibetween ipeople iand igroups iwithin icompanies i(Rahim, i2002). iissue icannot 

ibe iaddressed ior idiminished iif ileaders ido inot igrasp ithe isource iof ithe iissue. iIt iis 

icritical ito iassess ithe idispute iand ihandle iit iwell, ias ithis ican ihave ia isubstantial 

iinfluence ion iemployee iperformance. iAs ia iresult, ithe ipurpose iof iconflict imanagement 

i(planning istrategies) iis ito iavoid iconflicts iwherever ifeasible iand, iwhen ithey ido ioccur, 

ito ihandle ithem iquickly iand iefficiently i(Madalina, i2016). 
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2.8 Theoretical iReview i 

2.8.1 Theories iof iEmployee iProductivity 

The itheories iof iemployee iproductivity ito ibe iadopted ifor ithis istudy iare ithe isystems 

itheory, ithe icontingency itheory iand ithe itheories iof iconflict. iThey iare idiscussed ibelow: 

The iSystems iTheory i 

Business iorganizations, iaccording ito isystem itheory, iare ineither iself-sufficient inor iself-

contained; irather, ithey iinterchange iresources iwith iand iare idependent ion ithe iexternal 

ienvironment i(Bodla i& iDanish, i2019). iThe iapproach iviews icompanies ias iopen isystems 

ithat ilive iin ian ienvironment iand imust iconstantly ialter ito isurvive ias ienergizing 

iactivities. iFor iexample, ithe imarket iresearch iprocess ioffers ifeedback ion ithe iefficacy iof 

ithe icompany's iactivities. iFeedback iis ialso iprovided ivia itradeshows iand iother itypes iof 

iprofessional iconnection iwith ipeers ioutside ithe iorganization. iThe ifirm iwill ibe iunable 

ito icompete isuccessfully iif iit idoes inot ihave iaccess ito iinput. 

According ito iBouckenooghe, iZafar, iand iRaja i(2016), ia isystem iis i"a iset iof 

iinterconnected iand iinterdependent iparts iarranged iin isuch ia iway ithat iproduces ia iunited 

iwhole." iAccording ito iKuhn i(1974), ia isystem iis i"any ipattern iwhose ielements iare 

irelated iin ia isufficiently iregular iway ito ijustify iattention." iThe isystem ibelieves ithat 

iSMES iis ia isystem ithat imust iperform iharmoniously inot ijust iinside iitself, ibut ialso ias 

ia isystem iwithin ia icollection iof iother isystems, iand iso imust iwork iin iharmony iwith 

ithe iother isystems isurrounding iit. iWhat ihappens iin ithe iwider isystem ihas ithe ipotential 

ito ihave ian iimpact ion iSMEs, ieither ifavorably ior ibadly. i 
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The iContingency iTheory i 

According ito iFiedler's i(1958) icontingency itheory, isuccessful ileadership iand 

iorganizational iperformance iare ibased inot ijust ion ileadership istyle, ibut ialso ion icontrol 

iover ithe ibroader icircumstance. iThis itheory ialso iholds ithat iproper ialignment iof 

iorganizational idesign iand ioperational icontextual ielements iis irequired ifor ifirm igrowth 

iand isuccess i(Cardy i& iLeonard, i2019). iThe icontingency ihypothesis ibasically isays ithat 

ithere iis ino ione ioptimal iapproach ito isuccessfully imanage icommercial iorganizations, 

ibut ithat isuccess iis ireliant ion ithe icapacity ito imanage iand ireact ito imarketing 

ienvironmental isituations. iAs ia iresult, iin iorder ito iexpand ieffectively, iSMEs imust 

ichange iand imatch itheir istructure iand idesign iwith ithe iexternal ienvironment. 

2.8.2 Theories iof iConflict 

The itheories iof iconflict ito ibe iadopted ifor ithis istudy iare ithe isystems itheory, ithe 

icontingency itheory iand ithe itheories iof iconflict. iThey iare ianalysed ithus: 

Critical iTheory i 

Any iapproach ito isocial iphilosophy ithat ifocuses ion isociety iand iculture iin iorder ito 

idisclose, icritique, iand ichallenge ipower isystems iis ireferred ito ias ia icritical itheory. iIts 

ifoundations iare iin isociology iand iliterary icriticism, iand iit icontends ithat isocietal iissues 

iare icaused iby isocial iinstitutions iand icultural iassumptions irather ithan iby ipeople.[needs 

icitation] iIt iclaims ithat iideology iis ithe iprimary iimpediment ito ihuman iliberty. 

iPsychoanalysis, isociology, ihistory, icommunication itheory, iphilosophy, iand ifeminist 

itheory iare iamong idomains iwhere icritical itheory iis iused. iCritical iTheory i(capitalized) 

iis ia ischool iof ithought ipracticed iby iFrankfurt iSchool itheorists iHerbert iMarcuse, 

iTheodor iAdorno, iWalter iBenjamin, iErich iFromm, iand iMax iHorkheimer ion ithe ione 
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ihand, iand iany iphilosophical iapproach ithat iseeks ito iliberate ipeople ifrom iall iforms iof 

islavery iand iactively iworks ito icreate ia iworld iin iaccordance iwith ihuman ineeds ion ithe 

iother i(usually ireferred ito ias i"critical itheory" iwithout icapitalization). iWithin ithis ilarger 

imeaning, iphilosophical iperspectives iinclude ifeminism, icritical irace itheory, ipost-

structuralism, iqueer itheory, iand iother itypes iof ipost icolonialism. iConflict itheory 

iemphasizes ithe iconflict iof isocial igroupings ifor ilimited iresources. iAccording ito iconflict 

itheory, isocial iand ieconomic iinstitutions iare imeans iof istruggle ibetween igroups ior 

iclasses, iemployed ito isustain iinequality iand ithe iruling iclass's isupremacy i(De-Villiers 

i& iKotze, i2018). 

Conflict iTheory iModel iof iDahrendorf i 

Dahrendorf i(1995) iintroduces ito ithe itheory iof iconflict ithe iview iof iproductive iand 

iconstructive iconflict. iDahrendorf iagreed ithat iconflict iis ia inecessity ifor iobtaining ian 

iend ior igoals iin ithe isociety ior iorganization. iHe iopines ithat isocietal iconflict iproduces 

ialteration iin ithe istructure iof iorganization, iwhich iis iimportant iand igood. iDahrendorf 

ieffort iwas ito idetermine ia isystematic ilocus iand ia ispecific iframework ifor ia itheory iof 

iconflict iin isociological ianalysis. iHe iagrees ito itwo idifferent ikinds iof istruggles iin ian 

iorganization. iHe inamed ithem iExogenous” iand iEndogenous iconflicts. iThe iterm 

i"endogenous iconflict" irefers ito iconflict ithat iarises iwithin ian iorganization, iinstitution, 

ior isociety. iIn ithis, ihe iagreed iwith iMarx ithat ithe icurrent isocial isystem icauses iinternal 

istrife. iHe imoved ibeyond iinternal iconflict idynamics ito iinclude iexogenous iconflict, 

iwhich ihe idefined ias iconflict icaused iby iexternal isources i(Nwaogu, i2012). iThis ihas ian 

iimpact ion isocial itransformation ias iwell. iExogenous iconflict, iin iother iterms, iis 

iexternally iimposed ior iintroduced iinto ia isystem. iAccording ito ithe ithesis, icertain 

iconflicts iare ifounded ion ispecific isocial istructural iarrangements iand iwill iinevitably 
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ihappen ianytime isuch iarrangements iare imade. iFor iinstance, ithe icommunity iwhere ithe 

iorganization iis ilocated ihas ia igreat ieffect ion ithe iorganization iitself. iNo iorganization 

ican ithrive ior ibe iproductive iin ia icommunity ithat iis ibedevilled iwith iviolent i(Isa, i2015). 

Structural iFunctionalist iPerspective iof iConflict i 

After iWorld iWar iII, iTalcott iParson i(1960) ipromotes ithe icontinuation iof ithis iviewpoint. 

iIndividuals iwill iadjust ito ia iparticular istructure iin ian iorganization, iinstitution, ior 

isociety, iaccording ito istructural ifunctionalists. iAny ichange iin ithe iorganization's ior 

iinstitution's istructure iproduces iconflict iand idestabilization. iConflict ishould ithus ibe 

ireduced iin iorder ito iensure iindividual iand iinstitutional istability. iThe iidea iis ibased ion 

ia isystem iapproach, iwith ieach icomponent iperforming ione ior imore ifunctions. iConflict 

iis iviewed ias idysfunctional, iaberrant, iand ian iillness ithat imay ibe iendemic iin ia 

icommunity, iaccording ito ithe inotion. iIt ifocuses ion iitems ithat iwill ikeep ithe 

iorganization's icondition iof ibalance iand ipartnership i(Cardy i& iLeonard, i2019). i"A 

iframework ifor ibuilding itheory ithat isees isociety ias ia icomplex isystem iwhose ipieces 

iwork itogether ito ifoster isolidarity iand istability," iaccording ito istructure ifunctionalist 

itheory. iThis itheory idiscusses ihow ithe istructure iof isociety ican iaffect iproductivity, ihow 

ichange iis iinevitable i(perhaps iwith inew istructure ior ipolicies), iand ihow ithe inecessity 

ito imodify ior iadjust ito ithe ichanged istructure ican ilead ito iconflict, iwhich ican iimpair 

iemployee iproductivity. iAlso, iaccording ito ithis iidea, ichanges iin ithe iworkplace igenerate 

ia ichange iin iattitude, ireferring ito ithe irelational iconflict ithat iis icaused iby ihumans. 

iAttitudes itoward iwork ichange, iand irelationships iin ithe iworkplace ibreak idown, 

iresulting iin ilow iproductivity. iConflict ican idetract ifrom ithe iproductivity iof iemployees 

iif iit iis inot iproperly imanaged ior ireduced. iIt iemphasizes ithat iall isystems ihave iorders, 

iand ieach iorder iis iindependent. iIn ian iorganization, iorders iand iguidelines iare icreated, 
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ibut iefficient iproduction ibecomes ian iissue idue ito ithe iemployees' ilaxity iin ifollowing 

iinstructions i(Cardy i& iLeonard, i2019). 

2.9 Theoretical iFramework i 

This istudy ion ithe iinfluence iof iindustrial idispute ion iemployee iproductivity iis ibased ion 

iConflict itheory, iinitially iarticulated iby iKarl iMarx, iholds ithat isociety iis iperpetually iat 

iodds idue ito istruggle ifor ifinite iresources. iAccording ito iconflict itheory, isocial iorder iis 

imaintained ithrough idominance iand ipower irather ithan iconsensus iand icompliance. 

iAccording ito iconflict itheory, ipeople iwho ihave iwealth iand ipower iattempt ito ikeep iit 

iby iwhatever imeans ipossible, imost inotably ithrough ioppressing ithe ipoor iand ihelpless. 

iA ifundamental itenet iof iconflict itheory iis ithat ipeople iand iorganizations iwithin isociety 

iwill iendeavour ito ienhance itheir iown iwealth iand ipower. iWar, irevolution, ipoverty, 

iprejudice, iand idomestic iviolence iare iall iexamples iof isocial iprocesses ithat iconflict 

itheory ihas iattempted ito iexplain. iIt iattributes imuch iof ihuman ihistory's ikey iadvances, 

isuch ias idemocracy iand icivil irights, ito icapitalistic iattempts ito icontrol ithe ipeople 

i(rather ithan ia idesire ifor isocial iorder). iThe iprinciples iof isocial iinequality, iresource 

idivision, iand idisputes ibetween ivarious isocioeconomic istrata iare icentral iaspects iof 

iconflict itheory. iConflict itheory's ifundamental iideas imay iexplain imany idifferent iforms 

iof isocial iconflicts ithroughout ihistory. iSome ithinkers, ilike iMarx, ibelieve ithat isocietal 

iconflict iis ithe idriving ifactor ibehind isocietal ichange iand igrowth. 

Marx's iconflict itheory iwas icentred ion ithe istruggle ibetween itwo ibasic iclasses. iEach 

iclass iis imade iup iof ia igroup iof ipeople iwho ihave icommon iinterests iand isome idegree 

iof iproperty iownership. iMarx ihypothesized iabout ithe iwealthy, ia igroup iof iindividuals 

iof isociety iwho ihad ithe ipreponderance iof imoney iand imeans. iThe iother igroup iis ithe 

iproletariat, iwhich icomprises ipersons iwho iare ideemed iworking-class ior iimpoverished. 
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iMarx ipredicted ithat iwith ithe iemergence iof icapitalism, ithe iwealthy, iwho iwere ia 

iminority iwithin ithe ipopulation, iwould iutilize itheir ipower ito isubjugate ithe iproletariat, 

ithe imajority iclass. iThis imethod iof ithinking iis ilinked ito ia ifrequent ipicture iconnected 

iwith iconflict itheory-based isocial imodels; ifollowers iof ithis iideology itend ito ibelieve iin 

ia ipyramid istructure iin iterms iof ihow icommodities iand iservices iare iallocated iin 

isociety. iA itiny iminority iof ielites iat ithe itop iof ithe ipyramid iimpose iterms iand 

iconditions ito ithe imajority iof isociety ibecause ithey ihave idisproportionate icontrol iover 

iresources iand ipower. iUneven idistribution iwithin isociety iwas iprojected ito ibe 

iperpetuated iby iintellectual icompulsion; ithe ibourgeoisie iwould ipush ithe iproletariat ito 

iaccept ithe iprevailing iconditions. iAccording ito iconflict itheory, ithe ielite iwill iestablish 

isystems iof ilaws, icustoms, iand iother isocietal iinstitutions ito ienhance itheir iown 

idomination iwhile iprohibiting iothers ifrom ientering itheir iranks. 

Marx ipredicted ithat iwhen ithe iworking iclass iand ipoor ifaced iworsening iconditions, ithe 

igeneral ipopulation iwould iraise iawareness iof iinequality, ipotentially ileading ito 

iinsurrection. iIf iconditions iwere ichanged iafter ithe irebellion ito ifavour ithe iinterests iof 

ithe iproletariat, ithe iconflict icircle iwould iultimately irecur, ibut iin ithe iother idirection. 

iThe ibourgeoisie iwould ieventually igrow iinto ithe iaggressor iand irevolver, iseeking ithe 

irestoration iof ithe isystems ithat ihad ipreviously ipreserved itheir ipower. iCompetition, 

irevolution, istructural iinequality, iand iwar iare ifour ikey iassumptions iin icurrent iconflict 

itheory i(De-Villiers i& iKotze, i2018). 

Competition, iaccording ito iconflict itheorists, iis ia ipersistent iand, iat itimes, ioverpowering 

iaspect iin ipractically ievery ihuman iconnection iand iencounter. iCompetition iarises ias ia 

iresult iof ishortage iof iresources, isuch ias imoney, iproperty, igoods, iand iso ion. 

iIndividuals iand igroups iwithin ia isociety istruggle ifor iintangible iresources iin iaddition 
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ito imaterial iresources. iThese ican iinclude ithings ilike ileisure itime, idominance, isocial 

istanding, isexual ipartners, iand iso ion. iConflict itheorists iargue ithat icompetition i(rather 

ithan icooperation) iis ithe idefault. iGiven ithe iassumption iof iconflict itheorists ithat iconflict 

iarises ibetween isocial iclasses, ione iconclusion iof ithis iconflict iis ia irevolutionary ievent. 

iThe ipremise iis ithat ipower idynamics ibetween igroups ido inot ialter ias ia iresult iof 

iprogressive iadaptation. iRather, iit iarises ias ia iresult iof iconflict ibetween ithese itwo 

igroups. iChanges ito ia ipower idynamic iare itherefore ifrequently irapid iand ienormous iin 

iscale, irather ithan igradual iand ievolutionary. iA ikey ipremise iof iconflict itheory iis ithat 

ipower idisparities iexist iin iall ihuman irelationships iand isocietal iorganizations. iAs ia 

iresult, icertain iindividuals iand igroups igain igreater ipower iand ireward ithan iothers. 

iFollowing ithat, ipeople iand iorganizations ithat iprofit ifrom ia icertain isocial istructure itend 

ito iseek ito isustain isuch istructures iin iorder ito ikeep iand ienhance itheir iinfluence. iWar, 

iaccording ito iconflict itheorists, iis ieither ia iunifier ior ia i"cleanser" iof icultures. iWar, 

iaccording ito iconflict itheory, iis ithe iconsequence iof ia icumulative iand iincreasing 

iconflict ibetween ipeople, iorganizations, iand ientire isociety. iIn ithe isetting iof ibattle, ia 

icivilization imay igrow imore icohesive iin icertain irespects, iwhile ifighting ibetween 

idiverse icommunities icontinues. iWar, ion ithe iother ihand, imay iculminate iin ithe itotal 

iannihilation iof ia icivilisation. 

2.10 Empirical iReview i 

Nwaogu i(2012) iinvestigated ithe iimpact iof istrike iaction ion iemployee iproductivity iand 

iperformance. iThe istudy's igoal iwas ito idetermine ithe ilink ibetween istrike iaction i(causes 

iof istrike, ipayment idelays, istrike iperception, iand ipractical isolutions ito istrike 

idifficulties) iand iemployee iperformance iand iproductivity. iA isurvey iresearch idesign iwas 

iemployed. iThe ipopulation iconsists iof i12,000 iemployees, iwith ia isample isize iof i746. 
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iThe iinstruments ifor idata icollection iwere ia iquestionnaire iand ian iinterview. iThe iChi-

square imethod iof ihypothesis itesting iand ibasic ipercentages iof itable ianalysis iare iused 

ias idata ianalysis itools. iStrike ireasons iwere iconnected ito ipayment idelays, 

icommunication idisruption, iresource ishortages, iand imanagerial ileadership, iaccording ito 

ithe ifindings; ithere iis ia istrong iassociation ibetween istrike iaction iand iemployee 

iperformance/productivity. 

Ilevbare, iOjeleye, iand iIlevbare i(2012) iinvestigated ithe iimpact iof iindustrial idispute ion 

iperceived iemployee ijob iperformance iin ia isample iof iOsun iState ilocal igovernment 

iareas. iThe istudy iemployed ian iex-post ifacto iresearch idesign. iOne ihundred iand ififty 

i(150) ipersonnel iwere ichosen ifrom ithree idifferent iLocal iGovernment iSecretariats iin 

iOsun iState, iNigeria i(Irewole, iIsokan, iand iAyedaade). iEighty-five i(85) ipeople itook ipart 

iin itotal. iDuring ithe iinvestigation, ifive ihypotheses iwere itested. iThe ifindings 

idemonstrated ia isubstantial ilink ibetween iindustrial iconflict iand iperceived ijob 

iperformance. iSimilarly, ino isubstantial iassociation iexists ibetween iemployee iage iand 

iperceived iwork iperformance. iThe ithird ihypothesis ifound ino isignificant igender 

idifferences iin iperceived iwork iperformance. iAccording ito ithe ifourth ihypothesis, 

iemployee igrade ilevel ihas ia isubstantial iassociation iwith iperceived iwork iperformance. 

iFinally, ithe ififth ihypothesis ifound ia isubstantial iassociation ibetween iemployee ilengths 

iof iservice iand iperceived ijob iperformance. 

Kolawole i(2019) iinvestigated ithe iimpact iof iindustrial iconflict ion iemployee iperformance 

iin ia iprivate isector iorganization, iusing ithe iexample iof iIkeja iElectricity iDistribution 

iCompany iPlc i(formerly ia ipublic icorporation igranted ito ithe ipublic iby ithe igovernment 

iunder iits ideregulation iand iprivatization ischeme). iThe isurvey iresearch idesign iwas iused 

iin ithis istudy. iUsing istratified iselection iapproaches, ia itotal iof i100 irespondents iwere 
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ichosen ifor ithe istudy. iTo iacquire iprimary idata, ia iquestionnaire iwas iemployed. iExcel, 

istatistical itools, iand idescriptive istatistics iwere iused ito ianalyze ithe idata iobtained. 

iCorrelation ianalysis iwas iused ito idetermine ithe idegree iof ilink ibetween ithe iindependent 

iand idependent ivariables. iThe idata iwas ianalyzed iusing ifrequencies iand ipercentage 

imean iratings, iwith imean ivalues iranging ion ia iLikerts i5-scale i(1 istrongly idisagree, i2 

idisagree, i3 ineutral, i4 iagree, i5 istrongly). iThe ifindings idemonstrated ithat ipoor iconflict 

imanagement iin iinter-organizational iand iintra-group irelationships, ias iwell ias iinadequate 

iconflict iresolution imethods, ihad ian iimpact ion iemployee iperformance. iIt iwas isuggested 

ithat iorganizations istrengthen itheir ihuman iresource ipractices iand iimplement istrong 

istrategic iplanning iin iorder ito ibe imore iproactive iin iaddressing idisputes. iFurthermore, 

imanagement ishould iguarantee ithat ithe ifirm ihas ian ieffective ipolicy istructure iin iplace 

ito ihandle iproblems iand ibuild iamicable irelationships iwith ithe iUnions. iThis imay ireduce 

iworkplace itensions iin ithe iorganization iand iimprove iemployee iperformance. 

Elenwo i(2020) iinvestigated ithe iinfluence iof iindustrial idispute ion iorganizational 

iperformance iin iRivers iState ioil ibusinesses. iThe iresearch ipopulation iconsists iof i12,258 

iworkers idrawn ifrom ithe isix imajor ioil icorporations iin iRivers iState, iwith ia isample 

isize iof i387 iemployees idetermined iusing iTaro iYamane's itechnique. iStructured 

iquestionnaire iadministration iwas iused ito icollect idata. iCronbachs iAlpha iof i0.9 iwas 

idetected ias ia iminimal ibench-mark ito idemonstrate ithe iinstrument's idependability. iTo 

ievaluate ithe ihypotheses, ithe iSpearman iRank iOrder iCorrelation iCoefficient iwas 

icalculated iusing ithe iStatistical iPackage ifor iSocial iSciences i(SPSS). i iAccording ito ithe 

ianalysis iof iall ithe idata igathered ifrom ithe irespondents, iindustrial iconflict ihas ia 

ipositive iand isubstantial irelationship iwith ithe iorganizational iperformance iof ioil 

ienterprises iin iRivers istate. iLockouts, iin iparticular, ihave ithe igreatest iinfluence ion 

ibusiness ioperations. iThe istudy ialso isuggests ithat iindustrial idispute ihas ia isignificant 
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iimpact ion ithe iorganizational iperformance iof ioil ibusinesses iin iRivers iState. iThe 

iresearch iconcludes, iamong iother ithings, ithat ioil icompanies ishould ibuild istrategies ito 

ianalyze iissues ithat imight ilead ito iconflict iin itheir iseparate ienterprises, iand ithat 

imanagement ishould iuse imore ithan ione iconflict iresolvable itechnique ito iavert ilockouts 

iand istrikes. 

Adamu i(2021) iconducted iresearch iat ithe iMinistry iof iEconomic iPlanning iin iAsaba, 

iDelta iState, ion ithe iinfluence iof iindustrial iconflict imanagement ion iemployee 

iperformance. iPrimary iand isecondary idata isources iwere iused ito icreate ithis iresearch 

ieffort. iThe iinstrument iused ito icollect idata iwas ia istructured ilikert iscale iquestionnaire. 

iA istraightforward ipercentage istatistical imethod iwas iutilized. iTo itest ithe ihypothesis, 

icoefficient icorrelation iand iregression idata ianalysis iwere iperformed. iTo iobtain 

iappropriate iinformation ifrom irespondents, ithe irandom isampling iapproach iwas ialso 

iused. iThe ifindings irevealed ithat icollective ibargaining, ijoint iconsultation, iand 

iarbitration iwere iall imeasures iof iindustrial iconflict imanagement iwithin ithe iorganization, 

iand iit iwas iconcluded ithat iconflict imanagement ithrough ithese imediums iwould igo ia 

ilong iway itoward imaintaining iand isustaining iworkplace iharmony ias iwell ias iimproving 

iemployee iperformance. iIt iwas iconsequently iadvised ithat idisagreements ibe 

iappropriately iaddressed iutilizing ithese istrategies ifor ia icalm iorganizational iclimate, 

ihealthy iworking irelationships ibetween isuperior iand isubordinates, iand ithe iMinistry iof 

iEconomic iPlanning. 

Adekunle i(2022) iinvestigated ihow iworkplace idisagreements iaffect iemployee 

iperformance, iwith ieither igood ior ibad ieffects. iAs ia iresult, iit's icritical ito iunderstand 

iwhere iconflict iemerges ifrom iand ihow iit iaffects imanagerial ieffectiveness. iThe igoal iof 

ithis istudy iwas ito ibetter iunderstand ithe icauses iand iforms iof iconflict, ias iwell ias 
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iconflict imanagement itechniques, iand ihow ithey iare iinfluenced iby imanagerial 

iperformance. iMethodology/design/approach i- iSemi-structured iinterviews iwere iused ito 

iobtain idata ifrom ieight ishop iemployees. iA iqualitative iresearch itechnique iwas iused, 

iwith ieight istore imanagers/team ileaders iinterviewed, itranscripts irecorded, iand 

ithematically ianalyzed iby istudy iquestion iand iaims. iData ianalysis iof ithe iresults iof 

idisputes ion iperformance imanagement iwas ialso icarried iout. iThe iresearch ialso 

iinvestigates iconflict ikinds, icauses, iconflict iresolution iapproaches, iand ihow idisputes 

iinfluence iemployee ibehavior. iFindings i- iAccording ito ithe iresearch ifindings, iworkplace 

iconflict ihas ian iinfluence ion iemployee iperformance iby iincreasing iabsenteeism, 

iturnover, iand idecreasing iemployee iwellbeing. iHowever, ithe idata idemonstrate ithat itask 

iconflicts ihave ia istrong, ipositive ilink iwith iemployee iperformance, ibut iinterpersonal iand 

iprocess iconflicts ihave ia inegative irelationship iwith iemployee iperformance. iOverall, ithe 

idata iindicate ithat ithe ieffects iof iworkplace iconflict imight ibe ivaried. 

2.11 Conceptual iFramework i 
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Fig i2.1: iConceptual iFramework ifor ithe istudy 

Source: iResearchers iConcept i 
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CHAPTER iTHREE 

METHODOLOGY 

This ichapter iis ibasically ifor ithe iexplanation iof ithe iresearch imethods ithat iwas ibe iput 

iin iplace ifor ithe ipurpose iof ithis iresearch. iA iresearch imethodology iis ia iresearch 

imanner iapplied ior iimplemented ito ipresent ithe iresults iof ia iresearch ito ithe iresearch 

iaudience ior istudy ibeneficiaries iin ia isystematic iand iscientifically. 

3.1 Research iDesign 

Research idesign iis iunderstood ias ithe ioverall istrategy ichosen iby iresearchers ito iintegrate 

ithe ivarious ielements iof iresearch iin ia ilogical iway iin iorder ito ieffectively iaddress ithe 

iresearch iproblem. iIn ithis istudy, ithe iresearcher iwas iuse ia isurvey iresearch idesign. iThis 

iis idue ito ithe inature iof iresearch ithat iseeks ipeople’s iopinions iand iviews. iSingleton i& 

iStraits i(2009), istated ithat isurvey iresearch ican ieither ibe iquantitative iresearch istrategies 

i(questionnaires icontaining inumerically irated iitems), iqualitative iresearch istrategies i(the 

iuse iof iopen-ended iquestions) ior ia imixture iof iboth istrategies. iSurveys iare iwidely iused 

iin isocial iand ipsychological iresearches ibecause isurveys iare iwidely iused ito idescribe 

iand istudy ihuman ibehaviors. 

3.2 Population iof ithe iStudy 

Udeyen i(2019) idefined istudy ipopulation ito ibe ia igroup iof ielements ior iindividuals iwho 

isometimes ishare isimilar icharacteristics. iThese isimilar icharacteristics imay iinclude iage, 

igender, igoals ior iprecise iinterests. iThe iemphasis ion ithe istudy ipopulation iis ithat ithe 

ipersons ior ielements iinvolved ihave isimilarities. 

This istudy iwas ibe iconducted ito iinvestigate i“the ieffects iof iorganizational iconflicts ion 
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iworkers iproductivity”. iThe istudy ipopulation iwould ibe itaken ifrom ithe istaff iof ithe 

iUniversity iof iBenin, iBenin iCity, iEdo istate. iThere iare ia itotal iof i458 i(academic iand 

inon-academic) istaff iin ithe iUniversity iof iBenin. 

3.3 Sample iand iSampling iTechnique 

Sample iis ia iportion iof ipopulation iselected ifor ithe istudy iand ion iwhom iinformation 

ineeded ifor ithe istudy iis iobtained i(Awoniyi, i2011). iThe isample isize iof ithe istudy iwas 

ibe i300 iparticipants ifrom ivarious ifaculties iin ithe iUniversity iof iBenin, iBenin iCity, iEdo 

iState. iThirty i(30) iUniversity iof iBenin istaff iwill iselected ifrom i10 idifferent ifaculties 

imaking ia itotal iof i300 irespondents ito ibe iused ifor ithe istudy. iTorty i(2021), istated ithat 

iconvenience isampling iis ia iterm iused ito idescribe ia isample iin iwhich ipersons iare 

iselected ifrom ithe itarget ipopulation ibased ion iaccessibility ior iconvenience. iThis istudy 

iwas iemployed ithe iconvenience isampling itechnique iin iselecting ithe i10 ifaculties, iwhile 

ithe isimple irandom isampling itechnique iwas iused ito iselect i30 irespondents ifrom ieach 

ifaculty iselected. iThe isimple irandom isampling itechnique iwhich iwill igive ievery iunit 

iand ielement iin ithe ipopulation iequal ichance iof ibeing iselected. i 

3.4 Research iInstrument i 

The iresearch iinstrument ito ibe iused iin ithis istudy iis ia iquestionnaire. iThe iquestionnaires 

icontains ia iseries iof iquestions iand iwas ibe iadministered ito ia iselected iparticipants. iThe 

iquestionnaire, iis idivided iinto itwo isections, iwith iSection iA icontaining iquestions ion 

idemographic ior ipersonal idata iof ithe irespondent isuch ias iage, igender, ietc., iand iSection 

iB iof ithe iquestionnaire iwas irated iusing ia ifour ipoint irating iscale iof iStrongly iAgree 

i(SA)- i4 ipoints, iAgree i(A)- i3 ipoints, iDisagree i(D)-2 ipoints, iStrongly iDisagree i(SD) i– 

i1 ipoint. iParticipants iwere irequired ito itick ithe iappropriate icolumn iprovided. iThe 
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iquestionnaire iwas ipersonally iadministered iby ithe iresearcher. 

3.5 Validity iof ithe iStudy 

Validity iexpresses ithe iextent ito iwhich ia imeasure iadequately irepresents ithe iunderlying 

iconstruct ithat iit iis iintended ito imeasure i(Drost i2011). iThe ivalidity iof ithe iinstrument 

i(questionnaires) iwas iaffirmed iby ithe iresearchers’ isupervisor iwho iis ian iexpert iin ithe 

ifield iof imanagement. iHis iopinion, isuggestions iand irecommendation iwas iused ito 

iproduce ithe ifinal iinstrument. i 

3.6 Reliability iof ithe iStudy 

Reliability irefers ito ithe idegree ito iwhich ithe iresults iobtained iare iaccurate, imeeting ithe 

iintended ipurpose iand inot isubject ito iinappropriate ialteration; ithe iconsistency iof ia 

imeasure. iLow ireliability imay ioccur ifrom ithe ilack iof iclarity iof iexpression iof ia itest 

iitem ibeing iobserved, iwhich iwill iinvariably iaffect ithe ivalidity iof ithe iquestionnaire. iThe 

iCronbachs iAlpha icoefficient iwas iused ito itest ithe ireliability iof ithe iresearch iinstrument 

i(questionnaire). iThis iwas idone iby iadministering ithe iquestionnaire iinstrument ito itwenty 

i(20) irespondents ihat iare inot ipart iof ithe isample iof ithe istudy. iThe iCronbachs iAlpha 

ivalue iof i0.79 iwas iobtained ishowing ithat ithe iinstrument iis ireliable. 

3.7  iSource iof iData i 

The istudy imade iuse iof iprimary isource iof idata ifor ithe idata icollection ithrough ia 

istructured iquestionnaire iadministered ito ithe isampled irespondents. i 

3.8 Method iof iData iCollection i 

This istudy iused istructured iquestionnaires ito icollect idata iwhich iwas iadministered ito iall 
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ithe isampled irespondents ipersonally iby ithe iresearcher. iThe irespondents iwas ibe iassured 

iof ithe iconfidentiality iof iany iinformation iacquired ifrom ithem ithrough ithe 

iquestionnaires iand ithat ithe idata ito ibe isupplied iby ithem iwas ibe iused isolely ifor ithe 

ipurpose iof iresearch. i 

3.9 i Method iof iData iAnalysis i 

The iresearch idata iwas ianalyzed iusing idescriptive iand iinferential istatistics. iDescriptive 

istatistics iwas iincluded ifrequency itables, imean iand istandard ideviation. iConversely, 

ihypothesis iwas ianalyzed iusing iOne-sample it-test istatistics. iThe ihypothesis iwas itested 

iusing istandard ivalue iof i0.05 ialpha ilevel. iThe ianalysis iwas iperformed iusing iStatistical 

iPackage ifor iSocial iSciences i(SPSS) iversion i22.0. 
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CHAPTER iFOUR 

PRESENTATION iOF iDATA iAND iDISCUSSION iOF iFINDINGS 

4.1 INTRODUCTION 

This ichapter ideals iwith ithe ipresentation iand ithe iinterpretation iof idata. iFour i(4) 

iresearch iquestions iwere iraised ifor ithis istudy. iThis iwill ienable ithe iresearcher ito ioffer 

ivaluable iconclusion ion iindustrial iconflict iand iemployees’ iproductivity. 

The idata iwas icarefully iexamined iand ianalyzed ito ioffer ianswers ito ithe iresearch 

iquestions. iThe inumber iof iresponses iin ithe iitems iwas icounted iand ithe icorresponding 

ipercentages icalculated. i iFurthermore, ififty i(50) iquestionnaires iwere iused ito isample ithe 

irespondents’ iopinions. iThe irespondents iwere idrawn ifrom iUniversity iof iBenin, iUgbowo 

imain icampus. 

4.2 ANALYSIS iOF iDEMOGRAPHIC iRESULTS 

Table i4.1: iDistribution iof iSex 

Sex Frequency Percentage 

Male 144 48 i% 

Female 156 52% 

Total 300 100 

Source: i iResearcher's iField isurvey, i2023 

From ithe itable iabove, ithe itotal isample isize iwas i300 iof iwhich i144 iare imale 

irepresenting i48% iof ithe itotal irespondents, iwhile i156 iare ifemale irepresenting i52% iof 

ithe itotal irespondents. iTherefore, iit ican ibe iinferred ithat imajority iof ithe irespondents iin 

ithe ipopulation iunder ireview iare ifemale i 

Table i4.2: iDistribution iof iMarital iStatus 

Marital iStatus No. iof iRespondents Percentage i 

Married i 288 96% 

Single i 12 4% 

Total i 300 100% 
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Source: i iResearcher's iField isurvey, i2023 

From ithe itable iabove, ithe itotal isample isize iwas i300 irespondents iin itotal iout iof iwhich 

i288 iof ithe irespondents iare imarried irepresenting i96% iof ithe irespondents, iwhile i12 iof 

ithe irespondents inot imarried irepresenting i4% iof ithe irespondents. iTherefore, iit ican ibe 

iinferred ithat imajority iof ithe irespondents iin ithe itarget ipopulation imarried. i 

Table i4.3: iDistribution iof iReligion 

Religion No. iof iRespondents Percentage i 

Christianity i 288 96% 

Islam 12 4% 

Others i 0 0% 

Total i 300 100% 

Source: i iResearcher's iField isurvey, i2023 

From ithe itable iabove, ithe itotal isample isize iwas i300 irespondents iin itotal iout iof iwhich 

i288 iof ithe irespondents iare iChristians irepresenting i96% iof ithe irespondents. i12 iof ithe 

irespondents iare iMuslim irepresenting i4% iof ithe irespondents. iNone iof ithe irespondents 

ibelong ito iother ireligion. iTherefore, iit ican ibe iinferred ithat imajority iof ithe irespondents 

iin ithe itarget ipopulation iare iChristians. i i 

Table i4.4: iDistribution iof iAge 

Age No. iof iRespondents Percentage i 

18 i– i36 72 24% 

37 i– i55 198 66% 

56 i– i74 30 10% 

75 iand iAbove 0 0% 

Total i 300 100% 

Source: i iResearcher's iField isurvey, i2023 

From ithe itable iabove, ithe itotal isample isize iwas i300 irespondents iin itotal iout iof iwhich 

i72 iof ithe irespondents iare ibetween ithe iage iof i18 ito i36 iyears irepresenting i24% iof 

ithe irespondents. i198 iof ithe irespondents iwere iwithin ithe iage irange iof i37 ito i55 iyears 

irepresenting i66% iof ithe irespondents. i30 irespondents irepresenting i10% iwere ibetween 

ithe iages igrade iof i56 ito i74. iLastly, iNone iof ithe irespondents iwere iwithin ithe iage 

irange iof i78 iyears iand iabove. iTherefore, iit ican ibe iinferred ithat imajority iof ithe 
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irespondents iin ithe itarget ipopulation iare ibetween ithe iage iof i37 ito i55 iwhich iclearly 

idefines ithe iactive ilabour iforce iof ithe ipopulation. i i i 

 

Table i4.5: iDistribution iof iYeas iin iService 

Years No. iof iRespondents Percentage 

1 i– i5 iyears 18 6% 

6 i-10years 90 30% 

11 i– i15 iyears 162 54% 

15 i– i20 iyears 24 8% 

21years iand 

iabove 

6 2% 

Total 300 100.00 i% 

Source: i iResearcher's iField isurvey, i2023 

From ithe iabove itable iabove, iit iis inoted ithat i18 iout iof ithe itotal iof i300 irespondents 

ihave ibeen iin ithe ibusiness ibetween i1 ito i5 iyears irepresenting i6% iof ithe itotal 

irespondents. i90 iof ithe irespondents ihave ibeen iin ithe ibusiness ibetween i65 ito i10 iyears 

irepresenting i30% iof ithe itotal irespondents. i162 iof ithe irespondents ihave ibeen iin ithe 

ibusiness ibetween i11 ito i15 iyears irepresenting i54% iof ithe irespondents, iwhile i24 i(8%) 

iof ithe irespondents ihave ibeen iin ithe ibusiness ibetween i15 ito i20years. i6 i(2%) iof ithe 

irespondents ihave ibeen iin ithe ibusiness ibetween iabove i21 iyears. 

4.3 ANALYSIS iOF iRESEARCH iQUESTIONS i 

Research iQuestion iOne: iWhat iare ithe icauses iof iindustrial iconflicts iin iNigeria? 

Table i4: iRespondents’ iview ion icauses iof iindustrial iconflicts 

S/N   ITEM TOTAL MEAN SD Remark 

1 lack iof irole iclarification ican iresults ito 

iindustrial iconflicts 

300 2.74 .471 Accepted 

2 Industrial iconflicts ioccur iwhere ithere iis ia 

idifference iin iinterest iand igoals iin ithe 

iorganization 

300 2.36 .835 Accepted 

3 Coverage iinconsistencies iand iincorrect 

iplacement iof ipriorities iin ithe iorganization 

icauses iindustrial iconflicts 

300 3.16 .498 Accepted 
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4 Exploit iof iemployees iby iemployers ito itheir 

iown iadvantage iresults ito iindustrial 

iconflicts 

300 2.89 .679 Accepted 

5 Poor icompensation iand iremuneration iof 

iemployee ican ilead ito iindustrial iconflicts 

300 3.06 .729 Accepted 

6 industrial iconflicts iis icaused iby ilack iof 

ineeded iresources ifor ieffective irunning iof 

ithe iorganisation 

300 2.92 .778 Accepted 

7 competition iand ilack iof icooperation 

iamongst iemployees iresults ito iindustrial 

iconflicts 

300 2.99 .842 Accepted 

8 communication iproblems ior ipoor 

icommunication ican iresult ito iconflict 

300 2.87 .919 Accepted 

9 Lack iof iperformance istandards ican ilead ito 

iconflicts 

300 2.90 0.59 Accepted 

10 variations iof ivalues iand iideologies ibetween 

iemployer iand iemployee 

300 2.93 1.02 Accepted 

 TOTAL  3.095 7.09 Accepted 

Source: iField isurvey, i2023 

Scale: i Mean i> i2.5 i= iAccepted i 

 Mean i< i2.5 i= iRejected 

 

Table i6 iRespondents’ iview ion icauses iof iindustrial iconflicts. iResponses ishow ithe 

imean ivalues iranging ifrom i2.72 ito i3.16. i iItem i1 iwas iaccepted iwhich ishows ithat 

ilack iof irole iclarification ican iresults ito iindustrial iconflicts, ihaving ia imean iof 

i2.74. i 

Item i2 iwas iaccepted iwhich isays ithat iindustrial iconflicts ioccur iwhere ithere iis ia 

idifference iin iinterest iand igoals iin ithe iorganization, iwith ia imean iof i2.96. iItem 

i3 iwas iaccepted iwhich ishows ithat icoverage iinconsistencies iand iincorrect 

iplacement iof ipriorities iin ithe iorganization icauses iindustrial iconflicts, ihaving ia 

imean iof i3.16. i i 

Item i4 iwas iaccepted iwhich ishows ithat iexploit iof iemployees iby iemployers ito 

itheir iown iadvantage iresults ito iindustrial iconflicts, iwith ia imean iof i2.89. iItem i5 
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iwas iaccepted iwhich ishows ithat ipoor icompensation iand iremuneration iof 

iemployee ican ilead ito iindustrial iconflicts, iwith ia imean iof i3.06. i 

Item i6 iwas iaccepted iwhich ishows ithat iindustrial iconflicts iis icaused iby ilack iof 

ineeded iresources ifor ieffective irunning iof ithe iorganisation, iwith ia imean iof i2.92. 

iItem i7 iwas iaccepted iwhich ishows ithat icompetition iand ilack iof icooperation 

iamongst iemployees iresults ito iindustrial iconflicts, ihaving ia imean iof i2.99. i 

Item i8 iwas iaccepted iwhich ishows ithat icommunication iproblems ior ipoor 

icommunication ican iresult ito iconflict, iwith ia imean iof i2.87. iItem i9 iwas iaccepted 

iwhich ishows ithat ilack iof iperformance istandards ican ilead ito iconflicts, iwith ia 

imean iof i2.90. 

Item i10 iwas iaccepted iwhich ishows ithat ivariations iof ivalues iand iideologies 

ibetween iemployer iand iemployee, iwith ia imean iof i2.93. 

Question i2: iIs ithere ia irelationship ibetween iworkers iproductivity iand 

iindustrial iconflicts? 

Table i7: iRespondents’ iview ion irelationship ibetween iworkers iproductivity iand 

iindustrial iconflicts 

S/N ITEM Total Mean SD Remark 

11 
Industrial iconflict ican iresult ito ilow 

iproductivity i 

300 3.06 .729 Accepted 

12 
Industrial iconflict ialways iresult ito ireduced 

iinterest iin ijob iby iemployees 

300 2.67 .808 Accepted 

13 
Employees iare inot ifully iproductive iwhen 

ithere iis iIndustrial iconflict 

300 2.65 .672 Accepted 

14 
Industrial iconflict iis ione iof ithe imajor icauses 

iunproductivity iamong iemployees i i 

300 2.90 .870 Accepted 
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15 
No iemployee ilikes ito iwork iin ian iorganisation 

iwhere ithere iare ifrequent iIndustrial iconflict 

300 2.93 0.87 Accepted 

16 
Employees iperform imaximally ieven iwith 

iIndustrial iconflict iactions 

300 3.01 .887 Accepted 

17 
Industrial iconflict idoes inot isignificantly iaffect 

iemployees iproductivity 

300 2.85 .902 Accepted 

 TOTAL  2.96 7.34 Accepted 

Source: iField isurvey, i2023 

Scale: i Mean i> i2.5 i= iAccepted i 

  Mean i< i2.5 i= iRejected 

 

Table i7 iRespondents’ iview ion irelationship ibetween iworkers iproductivity iand 

iindustrial iconflicts. iResponses ishow ithe imean ivalues iranging ifrom i2.67 ito i3.06. 

iItem i11 iwas iaccepted iwhich ishows ithat iindustrial iconflict ican iresult ito ilow 

iproductivity, iwith ia imean iof i3.06. i 

Item i12 iwas iaccepted iwhich ishows ithat iindustrial iconflict ialways iresult ito ireduced 

iinterest iin ijob iby iemployees, iwith ia imean iof i2.67. iItem i13 iwas iaccepted iwhich 

ishows ithat iemployees iare inot ifully iproductive iwhen ithere iis iindustrial iconflict, 

ihaving ia imean iof i2.65. i 

Item i14 iwas iaccepted iwhich ishows ithat iindustrial iconflict iis ione iof ithe imajor 

icauses iunproductivity iamong iemployees, iwith ia imean iof i2.90. iItem i15 iwas 

iaccepted iwhich ishows ithat ino iemployee ilikes ito iwork iin ian iorganisation iwhere 

ithere iare ifrequent iindustrial iconflict, iwith ia imean iof i2.90. 

Item i16 iwas iaccepted iwhich ishows ithat iemployees iperform imaximally ieven iwith 

iindustrial iconflict iactions, iwith ia imean iof i3.01. iItem i17 iwas iaccepted iwhich 
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ishows ithat iindustrial iconflict idoes inot isignificantly iaffect iemployees 

iproductivity, iwith ia imean iof i2.85. 

Question i3: iWhat iare ithe ipossible isolutions ito iindustrial iconflict iin iNigeria? 

 

Table i8: iRespondents’ iview ion ipossible isolutions ito iindustrial iconflict 

S/N ITEM Total Mean SD Remark 

18 Negotiation 300 2.97 .982 Accepted 

19 Mediation 300 3.10 .894 Accepted 

20 Conciliation 300 3.19 .801 Accepted 

21 Arbitration 300 3.03 .837 Accepted 

22 Litigation ior icourt iprocedure 300 2.94 .849 Accepted 

23 Intervention iby ithird iparty i 300 2.99 .901 Accepted 

24 Reviewing iagreements iand icontracts 300 3.00 0.831 Accepted 

 TOTAL  3.10 .907 Accepted 

Source: iField isurvey, i2023 

Scale: iMean i> i2.5 i= iAccepted i 

 Mean i< i2.5 i= iRejected 

 

Table i6 iRespondents’ iview ion ipossible isolutions ito iindustrial iconflict. iResponses 

ishow ithe imean ivalues iranging ifrom i2.94 ito i3.10. iItem i18 iwas iaccepted iwhich 

ishows ithat inegotiation iis ia iway iof isolving iindustrial istrike, iwith ia imean iof 

i2.97. i 
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Item i19 iwas iaccepted ithat imediation iis ia isolution ito iindustrial istrikes, iwith ia 

imean iof i3.10. iItem i20 iwas iaccepted iwhich ishows ithat iconciliation iis ia isolution 

ito iindustrial istrikes, ihaving ia imean iof i3.19. i 

Item i21 iwas iaccepted ithat iarbitration iis ia iway iof isolving ithe iissue iof iindustrial 

istrikes, iwith ia imean iof i3.03. iItem i22 iwas iaccepted iwhich ishows ithat ilitigation 

ior icourt iprocedure iis ia isolution ito iindustrial istrikes, iwith ia imean iof i2.94. i 

Item i23 iwas iaccepted ithat iintervention iby ithird iparty iis ia iway iof isolving ithe iissue 

iof iindustrial istrikes, iwith ia imean iof i2.99. iItem i24 iwas iaccepted iwhich ishows 

ithat ireviewing iagreements iand icontracts iis ia isolution ito iindustrial istrikes, iwith ia 

imean iof i3.00. 

4.3 Test ifor iHypothesis 

The istudy isets iits idecision irule ifor ithe iacceptance iof ithe ihypothesis iat i5% ilevel iof 

isignificance; ihence, ithe inull ihypothesis iwould ibe irejected iif ithe iprobability ivalue i(P- 

ivalue) iis iless ithan i0.05. iThe ifollowing iare ithe iresults iof ithe itested ihypothesis: 

Hypothesis i 

Null iHypothesis: iThere iis ino isignificant irelationship ibetween iindustrial iconflict iand 

iworkers iproductivity. 

Alternate iHypothesis: iThere iis ia isignificant irelationship ibetween iindustrial iconflict 

iand iworkers iproductivity. 

 

Model iSummary 

Model R 

R 

iSquar

e 

Adjusted 

iR 

iSquare 

Std. iError 

iof ithe 

iEstimate 

Change iStatistics 

Durbin-

Watson 

R iSquare 

iChange F iChange 

Sig. iF 

iChange  

1 .002a .0004 .00012 .5211 .0002 .001 .763 1.802 

a. iDependent iVariable: iWorkers iProductivity 
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b. iPredictors: i(Constant), iIndustrial iConflict 

ANOVA 

Model 

Sum iof 

iSquares Df Mean iSquare F Sig. 

1 Regression .000 1 .000 .001 .0302b 

Residual 10132 99 .267   

Total 10132 100    

a. iDependent iVariable: iWorkers iProductivity 

b. iPredictors: i(Constant), iIndustrial iConflict 

There iis ia isignificant irelationship ibetween iindustrial iconflict iand iworkers iproductivity. 

iThis ican ibe iobserved ifrom ithe idata iabove, ithe iR-value i0.002, ishows ia igood idegree 

iof ico-linearity ibetween ithe ivariables. iThe iR-squared ivalue iof i.000 iand ithe if-statistic 

ivalue iof i0.001 ishows ithat ithere iis ia isignificant irelationship ibetween iindustrial iconflict 

iand iworkers iproductivity iat ia ip-value iof i0.0312 i< i5% i(0.05) ilevel iof isignificance. 

iThis iverifies ithe ifact ithat ithe inull ihypothesis iis irejected iand ithe ialternate ihypotheses 

iaccepted. 

4.4 Discussion iof iFindings 

From ithe ianalysis iabove, iin iassessing ithe icauses iof iindustrial iconflicts iin iNigeria, iit 

iwas iobserved ithat ilack iof irole iclarification ican iresults ito iindustrial iconflicts iand 

iindustrial iconflicts ioccur iwhere ithere iis ia idifference iin iinterest iand igoals iin ithe 

iorganization. iCoverage iinconsistencies iand iincorrect iplacement iof ipriorities iin ithe 

iorganization icauses iindustrial iconflicts iand iexploit iof iemployees iby iemployers ito itheir 

iown iadvantage iresults ito iindustrial iconflicts. iPoor icompensation iand iremuneration iof 

iemployee ican ilead ito iindustrial iconflicts iwhile ilack iof ineeded iresources ifor ieffective 

irunning iof ithe iorganisation iis ialso ia imajor icause. iCompetition iand ilack iof 

icooperation iamongst iemployees iand ihaving icommunication iproblems iresults ito 

iindustrial iconflicts. iThe ilack iof iperformance istandards iand ivariations iof ivalues iand 

iideologies ibetween iemployer iand iemployee ican ilead ito iindustrial iconflicts. 
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iFurthermore, iin iassessing ithe irelationship ibetween iworkers iproductivity iand iindustrial 

iconflicts, iit iwas iobserved ithat iindustrial iconflict ican iresult ito ilow iproductivity iand 

ihas ialways iresulted ito ireduced iinterest iin ijob iby iemployees. iEmployees iare inot ifully 

iproductive iwhen ithere iis iIndustrial iconflict. iIndustrial iconflict iis ione iof ithe imajor 

icauses iunproductivity iamong iemployees. iIt iwas idiscovered ithat ino iemployee ilike ito 

iwork iin ian iorganisation iwhere ithere iare ifrequent iIndustrial iconflict idue ito ithe ifact 

ithat iemployees ican ionly iperform imaximally iwhen ithere iis ino iindustrial iconflict 

iactions iin ithe iorganisation. iHence, iindustrial iconflict ihas isignificantly iaffect iemployees 

iproductivity. iThis iis iin iline iwith iSambo i(2019) iwho iopined ithat ithat ithere iare ia ilot 

iof ireasons iwhy iindustrial iactions iare iexperienced ifrequently iin iNigeria iwhich iwhen 

inot iresolved ican ilead ito ifurther iconflicts. iThis iwas isupported iby iMadalina i(2016) 

iwho iasserted ithat iconflict inot isolved iconstructively iresults iin ilow iemployee imorale, 

ireduces iemployee iproductivity, iincreases iemployee iabsenteeism, iincreases ithe ichances 

iof ilosing iskilled ipersonnel iand ilack iof iemployee icommitment ito iwork. i 

Furthermore, iin iassessing ithe ipossible isolutions ito iindustrial iconflict, iit iwas idiscovered 

ithat ithere iare iseveral iways iconflicts ican ibe iresolved iwhich irange ifrom ione ination ito 

ianother. iSome iof ithe iways iinclude inegotiation ibetween iboth iparties iin iorder ito icome 

ito ia iconsensus iand istand ion ia icommon iground. iAlso, imediation iof iboth ilocal iand 

iinternational ibodies iin ia iconflict ican ibe ia ifaster iway iof iresolving iconflicts. 

iConciliation iis ianother imethod iof iconflict iresolution ialso iinvolves ia ithird iparty iknown 

ias ithe iconciliator. iConciliation iis ia imore iformal imethod iof iresolving iconflict. iIt iis ia 

iprocess iwhere ithe irepresentatives iof iboth iparties iinvolved iin ithe iconflicts iare ibrought 

itogether ibefore ia iconciliator iin iorder ito iwork iout ia iform iof iagreement. iArbitration 

iwhich iis ian iout-of-court iagreement ithat ican ibe ientered iby iboth iparties. iLitigation ior 

icourt iprocedure ifollows ithe iprocess iof ia inormal icourt iof ilaw iwherein ione iof ithe 
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iparties iinvolved ihas ito ifile ia ilawsuit, iprepare ievidence iand iget ian iattorney ito istand 

iin ias ia irepresentative. iIntervention iby ithird iparty iwhere ithere imay ibe ithe iuse iof 

icoercion ito iinstil ifear iin ithose iwho iare iengaged iin ia iconflict ileading ito idisagreement. 

iFinally, ireviewing iagreements iand icontracts ican ibe ia iway iof iresolving iconflicts. iThis 

iis iin iline iwith iElenwo i(2020) iwho istated ithat iit iis iimportant ithat iconflicts ishould ibe 

iresolved iso ithat ithey ido inot iescalate iinto inational iconflicts. iHence, ithere iis ia ineed 

ito ieffectively iresolve iindustrial iconflict iin iany isector iof ithe inations’ ieconomy iso ithat 

iworkers ican ibe imore ieffective iin itheir ijob idelivery. i i i 
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CHAPTER iFIVE 

SUMMARY iOF iFINDINGS, iCONCLUSION iAND iRECOMMENDATIONS 

5.1 Introduction 

The isummary iof ifindings ifor ithe istudy iis ipresented iin ithis isection, iconclusion ireached 

iwith irecommendation imade ion iindustrial iconflict iand iemployees’ iproductivity. iAlso 

isuggestions ifor ifuture iresearch iare ialso iadvanced ito ibroaden ithe ihorizon iof iknowledge 

5.2 Summary iof iFindings 

The istudy ianalyses iindustrial iconflict iand iemployees’ iproductivity. iThree i(3) iobjectives 

iwere iraised ifor ithe istudy iwhich iare ito iascertain ithe icauses iof iindustrial iconflicts iin 

iNigeria; ito iexamine ithe irelationship ibetween iworkers iproductivity iand iindustrial 

iconflicts; iand ito iproffer isolutions ito iindustrial iconflict iin iNigeria. iThe istudy iadopted 

isurvey iresearch idesign. iThe iinstrument ifor idata icollection iwas ia iquestionnaire; iit iwas 

ibuilt iaround ithe iresearch iquestion iby ithe iresearcher iand ivalidated iby ithe iresearchers 

isupervisor. iData icollected iwere ianalysed iusing idescriptive istatistics iby imeans iof iMean 

iand istandard ideviation. 

The ifollowing iis ia isummary iof ithe ifindings ifrom ithe iempirical ianalysis iof ithe istudy: 

1. There iare iseveral ifactors ithat icauses iindustrial istrikes iwhich irange ifrom ilack iof 

irole iclarification ito ivariations iof ivalues iand iideologies ibetween iemployer iand 

iemployee. 

2. There iis ia isignificant irelationship ibetween iworkers iproductivity iand iindustrial 

iconflicts. 
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3. There iare iseveral ipossible iways iof iresolving iindustrial iconflict iin iNigeria isuch ias 

inegotiation, imediation, iconciliation, iArbitration iand iso ion. 

5.3 CONCLUSION 

Based ion ithe ifindings iof ithe istudy, iit iwas iconcluded ithat iin iNigeria, iindustrial iconflict 

iis ia iproblem ifacing ithe iproductivity iof iworkers iin iNigeria. iWhen ithere iis iindustrial 

istrike, iworkers iwill inot ibe ias iproductive ias ithey iwould iwhen ithere iis ino iindustrial 

istrike iaction. iSeveral ireasons icusses iindustrial iconflict iwhich iare ilack iof irole 

iclarification iamong iemployees iand iwhere ithere iis ia idifference iin iinterest iand igoals 

iin ithe iorganization. iCoverage iinconsistencies iand iincorrect iplacement iof ipriorities iin 

ithe iorganization ihas ialso ibeen imajor icauses iof iindustrial iconflicts. iIt ican ibe isaid ithat 

iexploit iof iemployees iby iemployers ito itheir iown iadvantage iresults ito iindustrial 

iconflicts iwhich ican icause iagitations iin ithe iworkplace. iPoor icompensation iand 

iremuneration iof iemployee ileads ito iindustrial iconflicts iwhereas ilack iof ineeded 

iresources ifor ieffective irunning iof ithe iorganisation ialso icauses iindustrial iconflict. 

iIndustrial iconflict iis ione iof ithe icauses iof iunproductivity iamong iemployees ias ino 

iemployee ilike ito iwork iin ian iorganisation iwhere ithere iare ifrequent iIndustrial iconflict 

ibecause iemployees ican ionly iperform imaximally iwhen ithere iis ino iindustrial iconflict 

iactions iin ithe iorganisation. iHence, iindustrial iconflict ihas isignificantly iaffect iemployees 

iproductivity. iIndustrial iconflicts ican ibe iresolved iby inegotiation ibetween iboth iparties 

iin iorder ito icome ito ia iconsensus iand istand ion ia icommon iground. iAlso, imediation iof 

iboth ilocal iand iinternational ibodies iin ia iconflict ican ibe ia ifaster iway iof iresolving 

iconflicts. iConciliation iand ilitigation ior icourt iprocedure iare iother iways iof iconflict 

iresolution. i 
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5.4 Recommendations 

Based ion ithe ifindings iand iconclusion iof ithe istudy, ithe ifollowing irecommendations 

iwere imade: 

1. Government ishould iensure ithat ilaws iand ipolicies iare iout iin iplace ithat iwill ihelp 

ito ireduce ithe ihigh irate iof iindustrial iconflicts iin iNigeria. i 

2. Firms ishould iensure ithat iin ithe icase iof iorganisational iconflicts, ithere ishould ibe 

imore ieffective iways iof iresolving iconflicts iby iboth iemployees iand iemployers. 

3. Employees ishould iensure ithat iin ithe icase iof iindustrial iconflict, ithere ishould 

ilearn ito icompromise iat isome ipoints iso ithat ithe iorganisational iactivities iwill 

inot ibe ihampered. i 

4. Firms ishould iensure ithat iin ithe icase iof iindustrial iconflict, iworkers iproductivity 

ishould inot ibe ihampered ior iaffected. 

5.5 Suggestion ifor ifurther iStudies 

More iresearch ishould ibe idone ion: 

1. The ieffect iof iindustrial iconflict ion ieconomic idevelopment. 

2. The iimpact iof ithird ipart iinterference i iin iconflict iresolution iin iNigeria 
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